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11 A  Report  by  the  Bureau  of  Land  Management 


INTRODUCTION 


BLM: 

Reengineering 
for  Quality 


In  September,  1992,  the  Bureau  Management 
Team  (BMT)  launched  a  new  Bureau  of  Land 
Management  (BLM)*  continuous  improvement 
initiative.  The  primary  goal  of  the  reengineering 
effort  was  to  develop  new  processes  that  would 
increase  the  efficiency  of  the  BLM  through 
streamlining  operations  and  eliminating  duplica- 
tion. Such  improved  processes  would  reduce 
overhead  and  management  costs  while  increasing 
the  number  of  operational  employees  woricing 
"on-the-  ground." 

Nine  work  groups  were  established  to  review  the 
areas  chosen  for  reengineering:  budget,  contract- 
ing, local  business  practices.  National  Environ- 
mental Policy  Act/planning,  National  Historic 
Preservation  Act  process,  oil  and  gas  inspection 
and  enforcement,  performance  measures,  person- 
nel, and  role  of  the  program  leader. 

The  way  in  which  the  nine  work  groups  were 
formed  and  the  process  used  by  the  groups  made 
this  project  unique  in  BLM.  Tlie  woric  groups 
had  representatives  of  customers,  processors,  and 
suppliers.  Members  were  selected  from  different 
organizational  levels  as  well  as  from  a  wide 
range  of  grade  levels.  A  non-BLM  representa- 
tive and  a  program  analyst  from  a  non-related 
area  were  included  in  each  group  to  help  the 
woric  group  focus  on  the  basic  requirements  for 
the  process  rather  than  "tweaking"  the  way  in 
which  business  had  always  been  conducted. 


As  important  as  the  composition  of  the  work 
groups  was  the  methodology  used  by  Lie  groups. 
Woik  groups  were  told  to  begin  with  a  "blank 
page."  The  effort  was  to  reengineer  or  redesign 
the  existing  process  by  starting  from  the 
customer's  requirements  for  the  business 
process.  Work  group  leaders,  analysts,  and 
facilitators  were  given  an  overview  of  quality 
principles.  Identification  of  internal  and  external 
customer  requirements  and  effective  work  group 
practices  like  consensus  decision  making  were 
emphasized.  Woric  groups,  with  the  assistance 
of  facilitators  to  act  as  coaches  where  needed, 
were  asked  to  reengineer  the  process  using  a 
specific  problem  solving  approach  that  had  a 
customer  focus  and  emphasized  decisions  based 
on  data.  The  groups  had  specific  quality  tools 
and  techniques  to  use  in  reengineering,  including 
a  tool  called  structured  analysis.    In  addition, 
work  groups  were  asked  to  develop  measurable 
standards  so  that  management  can  evaluate  the 
performance  of  the  process  and  determine  when 
changes  are  needed.  The  work  groups  had 
approximately  seven  weeks  to  conduct  their 
process  reviews. 

The  BMT  met  on  December  8  and  9, 1992,  to 
discuss  the  findings  and  recommendations  of  the 
woric  groups.  The  lead  State  Director  and  the 
work  group  leader  for  each  subject  area  briefed 
the  BMT  on  the  major  issues  and  responded  to 
BMT  questions  and  concerns.  After  discussion 
of  the  findings  and  recommendations,  the  BMT 
adopted  the  major  concepts  articulated  by  the 
nine  work  groups  with  very  few  exceptions. 

This  report  is  a  summary  of  the  findings  and 
recommendations  of  the  nine  woric  groups  and 
the  decisions  of  the  BMT  relating  to  those 
recommendations.  (See  Appendix  1  for  list  of 
work  groupsi  members) 


*  The  BMT  includes  the  Director,  Deputy  Directors, 
Assistant  Directors,  State  Directors,  and  the  Service 
Center  Director. 
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CONTRACTING 


The 

Acquisition 

Process 


The  acquisition  process  is 

much  more  extensive  than 

the  basic  contracting  activities 

performed  by  a  contracting  officer, 

because  many  actions  integral  to 

the  process  occur  prior  to 

the  contracting  officer  receiving 

a  procurement  request. 

(See  Appendices  2  and  3  for 

Concept  Diagram  and  Acquisition  Process) 

The  work  group  found  there  are 

at  least  23  laws,  three  Executive  Orders, 

and  eight  separate  agencies  or  other 

offices  having  oversight  and 

administrative  authority  over 

the  BLM  procurement  process. 

There  is  also  an  unknown  but 

very  large  quantity  of  regulations  and 

handbooks  in  existence  that  add 

requirements  and  oversight  to  the  system. 

(See  Appendix  4) 


The  Federal  acquisition  process  has  been 
continuously  modified  in  an  attempt  to  address 
problems  encountered  in  major,  multi-million 
dollar  procurements.  However,  compliance  with 
all  of  these  requirements  results  in  delays  or 
long  lead  times,  complexities,  and  frustrations 
for  the  customer,  especially  as  it  relates  to  small 
purchases.  There  is  a  continuing  desire  to 
facilitate  more  spending  in  local  communities, 
but  this  is  often  difficult  or  impossible  because 
of  the  many  constraints  placed  on  procurement 
personnel  by  acquisition  requirements. 

To  clarify  discussion,  the  foUowing  definitions 
are  used: 

ACQUISITION  PROCESS:  The  acquisition  of 
material  or  services  by  contract  by  and  for  the 
use  of  the  BLM;  includes  sealed  bidding, 
negotiations,  small  purchases,  interagency 
agreements,  leasing,  or  assistance  agreements. 

CONTRACT:  A  mutually  binding  legal  relation- 
ship obligating  the  seller  to  furnish  material  or 
services  (including  construction),  and  the  buyer 
to  pay  for  them. 

CUSTOMER:  The  person  who  identifies  a  need 
for  material  or  services;  usually  a  BLM  em- 
ployee, but  can  be  another  Federal  employee 
authorized  by  BLM  to  initiate  the  action. 

SPECIFICATION/STATEMENT  OF  WORK:  A 
description  of  the  requirements  for  the  material 
or  service  including  criteria  for  determining 
whether  these  requirements  are  met. 

Management  Decision  Approves  An 
Identified  Acquisition  Need 

Upon  the  identification  of  a  need  by  the  originat- 
ing customer,  various  reviews,  including  super- 
visory, budgetary,  technical  and  managerial, 
occur  before  the  need  is  approved  for  ftirther 
action.  The  number  and  type  of  reviews  depend 
upon  the  complexity,  anticipated  dollar  value, 
necessary  program  interactions,  and  assessment 
of  program  priorities  at  various  agency  levels. 
The  woilc  group  expressed  concern  about  the 
need  for  these  multiple  reviews,  especially 
considering  the  amount  of  time  expended  and 
whether  they  actually  add  value  to  the  product. 
Also,  each  layer  of  review  can  provide  an 
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opportunity  for  revising  the  description  of  the 
need  without  the  changes  being  communicated 
back  to  the  initiating  customer. 

Development  of  the  Procurement  Request 

The  process  of  developing  a  procurement 
request  requires  several  elements,  including 
specifications/statement  of  work;  evaluation/ 
award  criteria;  government  cost  estimate;  and  a 
list  of  potential  contractors  and  vendors. 
Numerous  data  bases  and  resource  references 
are  accessed  to  develop  each  of  these  elements. 
Once  created,  these  products  are  assembled 
together  into  a  single  package  called  the  pro- 
curement request.  Again,  changes  may  be  made 
in  the  description  of  the  need  during  this  process 
that  makes  it  differ  from  the  original  concept  of 
the  need  and  may  not  always  be  communicated 
back  to  the  customer. 

Review  of  the  Procurement  Request 

Following  assembly  of  the  procurement  request, 
the  package  is  reviewed  for  technical  adequacy, 
final  program  approval,  and  completeness. 
These  reviews  may  occur  more  than  once, 
depending  upon  the  anticipated  dollar  value  of 
the  package  and  the  organization  level  where  the 
need  was  identified.  For  example,  if  the  value  is 
less  than  $25,000,  these  reviews  could  occur  at 
both  a  district  and  a  state  office;  if  valued  over 
$25,000,  three  levels  of  review  are  possible  with 
inclusion  of  the  Service  Center.  Following  the 
"final"  review,  the  complete  procurement 
request  package  is  forwarded  to  the  contracting 
office. 

Selection  of  the  Contracting  Methodology  and 
Contract  Award 

Upon  receipt  of  the  procurement  request  by  the 
contracting  officer,  tiie  methodology  for  acquisi- 
tion is  determined:  sealed  bidding,  negotiations, 
small  purchases,  agreements,  or  leasing.  Each 
of  these  methods  is  governed  by  government- 
wide  regulations  and  policies.  Acquisition  woric 
within  BLM  during  this  process  appears  to  woiic 
smoothly,  and  contract  awards  are  generally 
made  in  shorter  time  frames  than  in  most  other 
agencies  (within  85  days). 


Administration  of  the  Contract 

Following  contract  award,  administration  of  the 
woric  to  be  performed  follows.  Contracting 
Officer  Representatives  (CORs),  authorized  field 
administrators,  monitor  contract  performance 
from  a  technical  perspective.  Any  necessary 
changes  and  modifications  to  contracts  are 
primarily  identified  by  CORs  and  placed  in 
effect  by  the  contracting  officer. 

Delivery  and  Payment 

After  the  woric  required  by  the  contract  is 
completed,  the  deliverables  are  inspected  and 
accepted  by  the  Government  which  results  in  the 
authorization  of  final  payment.  At  this  point,  the 
acquisition  process  is  complete. 


FRAGMENTATION  OF  THE 
ACQUISITION  PROCESS 


Local  Acquisition  Team 

The  acquisition  process  is  fragmented  and 
disjointed,  with  an  apparent  lack  of  contact  and 
interface  between  the  customer  and  the  technical 
and  procurement  processes  of  the  system.  This 
problem  begins  early  on  when  activity  plans  are 
developed  without  involvement  of  both  technical 
and  procurement  personnel. 

•   The  BMT  agreed  with  the  work  group  recom- 
mendation to  develop  an  Acquisition  Team  at 
the  local  level  by  including  the  customer, 
procurement  experts,  and  other  resources  as 
dictated  by  the  procurement  action  during 
activity  planning.  It  was  noted  that  as  project 
requirements  increase,  so  does  the  need  for 
Advanced  Acquisition  Planning  (AAP).  This 
will  assist  the  contracting  officer  to  develop  a 
procurement  plan  that  is  complete,  correct, 
and  on  time.  The  BMT  agreed  to  formalize 
the  AAP  process. 

Unique  Project  Identifier 

The  work  group  found  excessive  levels  of 
review.  Depending  on  the  location  of  the 
request,  up  to  four  functional  reviews  (budget, 
technical,  procurement,  and  management)  might 
take  place  at  up  to  five  organizational  levels 
(resource  area,  district,  state  office.  Service 
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Center,  and  Washington  Office).  The 
customer's  requirements  might  be  changed  at 
any  level  of  review  with  those  changes  often  not 
being  conveyed  to  the  customer. 

•  The  BMT  agreed  with  the  need  to  assign  a 
specific  identifier  to  track  each  proposed 
acquisition  from  beginning  to  end.  As 
automation  becomes  more  available,  this 
would  allow  the  customer  to  track  the  request 
anywhere  in  the  system.  Also,  customers 
should  be  directly  involved  in  all  acquisition 
evaluations.  Since  a  primary  objective  of  the 
acquisition  process  is  to  serve  the  customer, 
the  evaluation  of  acquisition  policy  and 
guidance  should  focus  on  meeting  the 
customer's  needs. 

Communicate  Changes  Back  to  the 
Originating  Customer 

Many  times  additional  requirements  become 
known  after  the  original  request  has  gone 
forward.  Additional  requirements  may  come 
from  a  variety  of  sources  and  can  present 
additional  technical  problems,  new  unresolved 
conflicts,  longer  procurement  time  and/or  budget 
shortfalls.  A  problem  may  also  develop  when 
final  technical,  budget,  program,  or  procurement 
reviews  require  changes  that  are  not  conveyed  to 
the  original  customer. 

•  The  BMT  agreed  that  any  changes  made  to 
the  customer's  original  request  must  be 
communicated  back  to  that  customer.  This 
will  be  greatly  enhanced  through  automation. 

Expand  Development  of  Guide  Specifications 

Another  cause  of  fragmentation  in  the  acquisi- 
tion process  is  the  lack  of  guide  specifications 
for  some  portions  of  construction  contracts  such 
as  service-type  contracts.  Individuals  needing 
these  specifications  have  been  required  to 
develop  their  own.  The  Branch  of  Engineering 
Services  at  the  Service  Center  has  used  the 
Construction  Standards  Institute  Master  format 
to  prepare  useful  "Guide  Specifications"  for 
some  construction  activities. 


•  The  BMT  agreed  to  the  development  and 
maintenance  of  "Guide  Specifications"  for 
other  procurement  activities  such  as  studies, 
services,  hazardous  material  investigation 
and  removal,  etc.  They  further  agreed  that 
requirements  for  COR  and  project  inspector 
(PI)  certification  should  be  developed  and 
used  for  the  administration  of  these  types  of 
procurements. 

Authorize  CORs  to  Make  Changes  During 
Contract  Administration 

Field  contract  administrators  are  frustrated 
because  they  do  not  have  the  authority  to  make 
or  authorize  even  minor  changes  to  contracts. 
Many  times  their  technical  expertise  recognizes 
the  need  for  change,  but  that  change  must  wait 
for  approval  by  a  contracting  officer. 

•  The  work  group  recommended  that  Level  I 
warrant  training  and  authority  be  provided  to 
CORs  so  contracting  officers  can  empower 
them  to  make  specified  changes  during  the 
administration  phase  of  certain  contracts. 
The  BMT  agreed  in  concept  but  modified  the 
recommendation  to  eliminate  the  provision  of 
Level  I  warrant  training  for  CORs. 


RULES  AND  REGULATIONS  GEARED 
TO  LARGE  PROCUREMENT  ACTIONS 


Support  Legislation  Raising  Small  Purchase 
Authority  And  Limit  the  Requirement  To 
Advertise  in  The  Commerce  Business  Daily 
(CBD) 

The  woric  group  determined  that  most  rules  and 
regulations  the  BLM  is  required  to  follow  are 
geared  toward  large  procurement  actions  and 
have  little  applicability  to  smaller  Oess  than 
$100,000)  actions  more  common  to  BLM. 
While  many  of  BLM's  contract  needs  are 
between  $25,000  and  $50,000  (exceeding  the 
present  small  purchase  limit),  state  offices 
(except  Oregon  and  the  National  Interagency 
Fire  Center)  are  delegated  the  following  levels 
of  procurement  authority: 
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Required  Sources: 

(a)  Optional  use  schedules:  $50,000 

(b)  Mandatory  sources  unlimited 

Open  Market  Sources:  $25,000 
Interagency  Agreements:  Unlimited,  with 
WO  (800)  approval  required  for  those 
agreements  exceeding  $250,000 

Assistance  Agreements:  Unlimited  for 
Level  II  Warrants,  Level  I  Warrants  limited 
to  $10,000. 

Fire  Emergency:  Unlimited 


Purchases  within  the  small  purchase  limitation, 
currently  $25,000,  require  maximum  practicable 
competition  (generally  understood  to  be  at  least 
three  sources  that  may  be  limited  to  the  local 
area),  but  do  not  require  full  and  open  competi- 
tion as  required  by  the  Competition  in  Contract- 
ing Act  (CICA).  Full  and  open  competition 
required  by  CICA  for  purchases  over  $25,000 
takes  50  days  for  solicitation,  contrasted  to  as 
little  as  15  to  30  days  under  small  purchase 
limitation. 

State  Directors  may  redelegate  the  office  author- 
ity to  district  managers  for  open  market  procure- 
ments of  supplies,  equipment,  construction,  and 
non-professional  services  up  to  $25,000.  This  is 
not  done  uniformly  between  states,  but  is  based 
on  the  requirements  and  staffing  within  the  field 
offices. 

Unsuccessftil  legislation,  HR-3161,  was  intro- 
duced in  the  102nd  Congress  that  would  have 
raised  the  small  purchase  limitation  to  $50,000 
on  a  one-year  pilot  basis  to  assess  the  impacts  on 
small  business.  If  the  pilot  proved  to  be  success- 
ful, the  threshold  would  automatically  have  been 
raised  to  $100,000.  It  is  anticipated  that  similar 
legislation  will  be  introduced  in  the  103rd 
Congress. 

•   The  BMT  agreed  to  provide  full  support  to 
legislation  that  would  raise  small  purchase 


limitation  authority  and  limit  the  requirement 
to  advertise  in  the  CBD  (See  Figure  1). 

Support  Legislation  Raising  Dollar 
Thresholds  on  Related  Laws 

Unsuccessful  legislation  related  to  HR-3161, 
HR-1987,  was  also  introduced  in  the  102nd 
Congress  to  reform  the  Davis-Bacon  Act  by 
raising  its  threshold  to  $100,0(X)  for  new  con- 
struction. It  is  anticipated  that  similar  legislation 
will  be  introduced  in  the  103rd  Congress. 

•  The  BMT  agreed  to  provide  full  support  to 
legislation  that  would  raise  the  dollar  thresh- 
olds on  related  laws,  including  the  Davis-Bacon 
Act,  the  Service  Contract  Act.  and  the  Miller 
Act.  The  legislative  requirements  that  existed  in 
HR-3161  and  HR-1987  will  need  to  be  changed 
in  Incoming  legislation  to  reflect  current 
business  costs  and  to  be  in  line  with  the  small 
purchase  limitation  (See  Figure  1). 

Develop  Evaluation  Criteria  to  Recognize 
"Best  Value" 

The  ability  to  switch  emphasis  from  lowest  price 
to  best  value  exists  in  small  purchases  and  also 
may  be  possible  in  larger  negotiated  procure- 
ments depending  on  the  prior  development  of 
effective  contractor  evaluation  criteria. 

•  The  BMT  agreed  to  the  development  of 
evaluation  criteria  that  emphasize  best  value 
over  lowest  price  for  acquisitions  other  than 
negotiated  actions  as  presently  is  done. 

Enhance  Local  Spending  Through  Purchases 
Under  the  10  percent  Limitation 

Purchases  not  over  10  percent  of  the  small 
purchase  limitation  may  be  made  without 
securing  competitive  quotes  if  the  Contracting 
Officer  considers  the  price  to  be  reasonable.  At 
the  current  $25,000  limit  tiiis  amounts  to  $2,500 
which  facilitates  spending  in  the  local  area. 

•  The  work  group  recommended  that  the  small 
purchase  limitation  be  increased  to  $100,000 
so  that  the  10  percent  threshold  would 
increase  to  $10,000.  This  would  be  a  signifi- 
cant purchase  in  many  local  areas.  Examples 
of  procurement  items  that  could  fall  within 
this  revised  threshold  are  seed,  hay,  fencing 
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LEGISLATION 

REQUIREMENT 

SUGGESIED 
CHANGE 

RESULTS 

Federal  Property  & 
Administrative  Services 
(Small  Purchase  Limits) 

Set  at  $25,(XX}.  Requires  full  & 
open  competition  (synopsis, 
formal  advertising  in  CBD) 

Increase  to  $100,000 

1  Increase  local  spendii\g. 

2  Simplify  conbracting 
procedures. 

3  Reduce  procurement 
lead  tinne  for  contracts  < 
$100,000.  Recuctionof40 
days  (Mb  CBD:  15  days,  no 
synopsis:  10  days,  Reduced 
Sol.  Time  15  days) 

Service  Contract  Act 
(Wage  Rate  Determinations) 

Service  Contract  >  $2,500 
Requires  DOL  Wage  Rate 
Determination 

IiKrease  to  Small  Purchase 
Threshold 

1  No  wage  rate 

determination  from  DOL 
(Reduce  by  90-120  days.) 

Davis  Bacon  Act,  Contract 
Work  Hrs  &  Safety  Standards 
Act,  Copeland 

Construction  Contacts  > 
$2,000  Requires  weekly 
payroll  audit,  labor 
compliance  interviews. 

Increase  to  Small  Purchase 
Threshold 

1  Reduce  contract  admin. 
(2  hrs/wk/contract) 

2  Impact  labor  costs. 
Reduced  labor  cost  = 
reduced  bid  price 

Miller  Act  (Bonding) 

Bonding  Requirement 
$25,000  on  construction 
contracts. 

Increase  to  SmaU  Purchase 
Threshold 

1  Bonding  optional  below 
small  purchase  limit 
20  days  saved  after 
contract  award. 

2  Encourage  local  small 
business  participation. 

3  Reduce  Bid  Prices. 

Figure  1.     SUGGESTED  LEGISLATIVE  CHANGES 


and  pipeline  materials,  and  many  other 
products  and  services  that  are  not  included  in 
the  mandatory  sources  and  could  be  acquired 
locally.  The  BMT  agreed  with  the  recommen- 
dation. 


FLEXIBILITY/INNOVATION  IN  THE 
PROCUREMENT  PROCESS 


Identify  Obsolete  or  Unnecessary  Policy  and 
Guidance 

The  pnxurement  process  is  bound  by  extensive 
regulation  and  guidance  that  has  created  an 
understanding  among  BLM  employees  that 
acquisitions  are  driven  by  a  rigid  process  that  lacks 
any  flexibility.  This  suppresses  creativity  and 
fosters  an  unwillingness  to  "stress  the  system". 


•   The  BMT  agreed  with  the  need  to  focus  admin- 
istrative procedures  reviews  on  evaluation  of 
current  policy  and  guidance  with  an  intent  to 
identify  obsolete  or  unnecessary  requirements 
and  to  identify  and  implement  new  policy  and 
guidance  which  promotes  creativity,  innovation, 
and  improved  customer  service. 

Encourage  Creativity  in  the  Acquisition 
Process 

Creativity  and  innovation  (risk  taking  within  the 
legal  parameters  of  the  law)  are  essential  compo- 
nents for  improving  any  process  or  system  but  are 
seldom  encouraged  and  rarely  rewarded.  Al- 
though creativity  and  innovation  may  involve 
some  degree  of  risk,  they  are  essential  components 
for  the  continual  improvement  of  the  acquisition 
process.  Procurement  personnel  often  rely  on  a 
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"cook  book"  approach  in  processing  procurement 
requests;  and  training  for  procurement  personnel 
concentrates  on  strict  adherence  to  laws,  regula- 
tions, and  policy,  and  does  not  include  analytical 
skills,  problem  solving,  and  conflict  resolution. 

•   The  BMT  agreed  to  use  administrative  proce- 
dures reviews  to  review  reports,  to  disseminate 
innovative  and  creative  ideas,  and  to  acknowl- 
edge and  reward  individuals  responsible  for 
such  ideas.  They  further  agreed  to  include 
problem  solving  techniques,  corrflict  resolution, 
negotiating,  and  analytical  techniques  as  part 
of  the  training  for  procurement  personnel.  The 
BMT  recognized  this  positive  approach  should 
encourage  individuals  to  seek  and  optimize 
opportunities  within  policy  and  guidance  which 
improve  service  to  customers  and  result  in  more 
cost  effective  purchases.  They  agreed  to 
institute  a  policy  of  "Lessons  Learned," 
developed  by  Technical  Proposal  Evaluation 
Teams  and  submitted  to  COs  after  final  evalua- 
tion and  award  of  acquisitions  for  negotiated 
contracts,  or  submitted  by  CORs  to  COs  cfter 
acceptance  of  deliverables  for  other  contracts. 
This  report  should  be  published  on  a  periodic 
basis  to  aid  future  customers  in  developing 
procurement  requests  and  conducting  subse- 
quent evaluations. 


PAYMENTS  TO  CONTRACTORS/ 
VENDORS 


Implement  Use  of  Third  Party  Bank  Drafts 

The  Prompt  Payment  Aa  (PPA)  requires  that 
payments  be  made  on  the  30th  day  after  the  date  of 
acceptance  or  the  date  the  invoice  is  received, 
whichever  is  later.  This  has  caused  payments  in 
BLM  to  be  slower  because  the  PPA  also  requires 
that  no  payments  be  made  in  less  than  30  days, 
except  progress  payments  on  construction  con- 
tracts, which  are  to  be  made  in  14  days.  Before 
passage  of  PPA,  the  BLM  was  routinely  making 
payments  in  less  than  the  30-day  time-frame. 
Payments  over  $25,000  are  made  by  electronic 
wire  transfer,  and  payment  is  received  by  the 
contractor  on  the  30th  day.  Payments  on 
procurements  of  less  than  $25,000  that  usually 
involve  small/local  vendors  are  made  by  check 
that  is  processed  by  Treasury  on  the  30tti  day 
and  then  mailed  to  the  vendor.  While  payment 


may  be  made  on  the  30th  day,  the  vendor  often 
does  not  receive  his  check  for  another  five  days 
or  more.  Many  small  and  local  contractors/ 
vendors  do  not  have  sufficient  cash  flow  to  wait 
30  or  more  days  for  payment  when  the  Govem- 
ment  purchases  might  be  a  large  part  of  their 
inventory  in  a  short  time  (e.g.  fire  emergency  or 
other  large  scale  purchases),  or  for  needs  with  a 
high  labor  cost.  The  30  day  payment  require- 
ment is  not  sensitive  to  those  local  business 
concerns.  This  impact  could  be  minimized  by 
increased  use  of  third-party  bank  drafts  and 
credit  cards. 

•  The  BMT  agreed  to  implement  use  of  third 
party  bank  drcrfts  Bureauwide  to  include  both 
emergency  and  non-emergency  obligations, 
especially  those  to  small/local  vendors.  They 
also  agreed  to  increase  the  use  of  credit  card 
purchases  to  local  sources. 

Eliminate  the  Unnecessary  Use  of  the  Release 
of  Claims  Clause 

The  work  group  identified  that  unnecessary 
delays  are  frequently  occurring  with  the  use  of 
the  Release  of  Claims  requirements  Department 
of  the  Interior  Form  (DI- 137)  in  contracts  of  less 
than  $25,000. 

•  The  BMT  agreed  that  contracting  officers 
should  eliminate  the  use  of  the  Release  of 
Claims  clause  on  contracts  where  it  is  not 
required  as  with  construction  and  reimburs- 
able contracts  under  $25,000. 


ASSISTANCE  AGREEMENTS 


Improve  the  Understanding  of  the  Type  of 
Agreements  Available 

The  BLM  uses  several  types  of  agreements  in 
participation  with  various  public  and  private 
entities  to  accomplish  mutual  goals.  There  are 
many  difficulties  and  fmstrations  for  field  level 
customers  because  of  the  differences  and  com- 
plexities of  the  individual  processes.  For  example, 
a  memorandum  of  understanding  (MOU)  is  a 
written  agreement  between  BLM  and  other  entities 
which  confirms  cooperative  policies  or  procedures 
to  promote  mutual  endeavors.  However,  MOUs 
cannot  be  used  to  obligate  or  exchange  Federal 
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funds,  supplies,  equipment,  or  services,  nor  to 
share  or  exchange  data  with  non-Federal  entities, 
and  do  not  constitute  an  acquisition  action.  Other 
types  of  agreements  that  obligate  funds,  such  as 
grants  and  interagency  agreements,  are  subjea  to 
acquisition  law.  Of  particular  concem  is  avoiding 
illegal  or  inappropriate  commitments  hindering 
our  ability  to  enter  into  partnerships  with  private 
entities  or  state  agencies.  A  great  deal  of  confusion 
exists  about  what  type  of  agreement  is  appropriate 
in  a  given  circumstance. 

•  The  BMT  agreed  that  the  entire  issue  of 
agreements  needs  to  be  thoroughly  analyzed 
and  definitive,  clear  guidance  with  useful 
examples  issued  to  field  personnel. 

Limit  the  Requirements  for  Administrative 
Surcharge 

The  necessity  to  charge  an  administrative  sur- 
charge or  to  request  a  waiver  through  the  State 
Director  each  time  a  private  entity  wishes  to 
contribute  funds  for  specific  on-the-ground 
projects  or  activities  is  aggravating.  Groups  such 
as  Ducks  Unlimited,  Trout  Unlimited,  and  many 
others  question  the  need  for  an  18  percent  or 
higher  administrative  surcharge  on  funds  contrib- 
uted for  cooperative  public  land  improvement 
projects. 

•  The  BMT  agreed  to  investigate  the  possibility 
of  providing  a  blanket  M>aiverfor  the  adminis- 
trative surcharge  on  cooperative  public  land 
improvement  projects.  The  BMT  indicated 
that  this  review  must  consider  the  impact  on 
BLM  appropriated  funds  of  absorbing 
associated  administrative  support  costs. 
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Local 
Business 
Practices 


Improving  the  BLM's  local  business  practices 
involves  finding  ways  to  increase  the  agency's 
efficiency  and  effectiveness  while  trying  to  direct 
additional  capital  into  localities  where  the  BIM  is 
present.  Constraints,  whether  statutory  or  regula- 
tory, whether  imposed  fi'om  within  or  by  entities 
external  to  the  BLM,  often  impede  (wcomplishing 
these  objectives.  External  forces  pose  the  biggest 
challenge  because  their  missions  and  mandates  do 
not  necessarily  match  those  of  the  BLM. 


GENERAL  SERVICES  ADMINISTRATION 
(GSA)-  BUILDING  LEASING,  VEHICLE 
ACQUISITION,  AND  MANDATORY 
SOURCES 


Building  leasing  and  motor  vehicle  acquisition 
result  in  the  expenditure  of  millions  of  tax 
dollars  annually.  However,  one  of  the  largest 
impediments  to  simplification,  cost  effective- 
ness, and  channeling  more  dollars  into  local 
communities  is  the  BLM's  mandatory  business 
dealings  with  GSA. 

Building  Leasing 

The  GSA  leasing  procedures  cost  BLM  in  both 
time  and  money.  For  example,  data  from 
Region  9  shows  the  average  time  involved  to 
award  a  lease  executed  by  the  BLM  is  6.3 
months,  while  GSA  leasing  projects  required  an 
average  of  54.8  months.  The  following  tables 
reflect  this  difference  (See  Tables  1  and  2). 


Table  1.     BLM  LEASES 


CITY/STATE 

INTERIOR  SQ. 

DATE  SF-81 

DATE  OF 

MOS.  BETWEEN 

FT. 

RECD 

AWARD 

RECTT  SF-81  & 
AWARD 

Alturas,  CA 

7,838 

7/26/88 

4/18/89 

9 

Ridgecrest,  CA 

16,976 

9/22/88 

5/31/89 

8 

Redding,  CA 

10,775 

10/5/88 

2/16/89 

5.5 

Ely,NV 

33,128 

1/9/89 

6/28/89 

6.5 

Riverside,  CA 

29,701 

6/20/89 

9/11/89 

6.5 

Barstow,  CA 

3,600 

5/18/90 

8/22/90 

3 

Palm  Spgs,  CA 

12,090 

5/8/89 

12/21/89 

7 

Battle  Mtn,  NV 

36,000 

8/1/90 

5/31/91 

9 

Except  for  the  buildings  in  Barstow  and  Redding,  these  projects  resulted  in  new  construction.  The 
average  amount  of  time  between  receipt  of  SF-81  and  award  is  6.3  months. 

Table  2.     GSA  LEASING  PROJECTS 


CITY/STATE 

INTERIOR  SQ. 

DATE  SF-81 

DATE  OF 

MOS.  BETWEEN 

FT. 

RECT) 

AWARD 

RECTT  SF-81  & 
AWARD 

Barstow,  CA 

7,432 

7/6/82 

9/25/85 

38 

Hollister,  CA 

5,682 

8/80 

3/88 

91 

Needles,  CA 

6,700 

4/80 

6/85 

62 

Yunna,  AZ 

9,950 

6/79 

3/84 

57 

Lake  Havasu,  AZ 

4,420 

9/81 

6/83 

21 

Carson  City,  NV 

12340 

3/81 

7/85 

52 

Reno,  NV 

45.767 

4/80 

7/85 

63 

These  were  all  new  construction.  The  average  amount  of  time  between  submission  of  SF-81  to 
GSA  and  award  of  the  lea.se  is  54.8  months 
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The  GSA  has  delegated  the  BLM  space  leasing 
authority  for  general  puipose  needs  for  up  to  5 
years  per  lease  in  non-GS  A  cities,  those  cities 
with  less  than  250,000  sq.  ft.  of  GSA  controUed 
space,  while  it  retains  leasing  authority  in  those 
cities  above  that  figure  and  unaccountably  in  a 
number  of  smaller  towns.  On  the  other  hand, 
GSA  perfected  leases  are  usually  for  a  minimum 
of  10  years  with  various  options  for  renewals  or 
extensions.  The  GSA  charges  BLM  a  set  fee  for 
the  leased  space  it  acquires  based  upon  GSA's 
own  appraisal  of  the  site.  This  fee  is  unrelated 
to  the  amount  GSA  actually  pays  to  the  lessor 
(See  Table  3  for  a  small  sampling  of  14  existing 
GSA  leases).  The  GSA  charged  the  BLM  a  total 
of  $3,691,000,  whereas  GSA  paid  the  lessors 
only  $3,014,000.  The  $677,000  difference  in 
these  figures  represents  what  GSA  has  charged 
BLM  for  administrative  costs  for  the  14  leases. 


•   The  BMT  agreed  with  the  work  group's 
recommendation  that,  to  avoid  the  overhead 
factor  GSA  charges  for  its  space  needs  and  to 
improve  the  timeliness  of  the  actions,  the 
BLM  attempt  to  obtain  unlimited  space 
leasing  authority  from  GSA. 

Motor  Vehicle  Acquisition 

Vehicles  are  either  purchased  for  the  BLM  by 
the  GSA  or  they  are  leased  through  GSA.  Both 
are  mandatory  requirements  designed  to  take 
advantage  of  GSA's  fleet  purchases  through 
vehicle  manufacturers.  The  BLM's  vehicle 
needs  are  forwarded  to  the  Service  Center  where 
they  are  placed  with  a  consolidated  (combined 
with  those  of  the  other  federal  agencies)  order  to 
GSA.  The  fleet  purchase  results  in  an  approxi- 
mate 25  percent  reduction  in  price,  but  this 
requires  an  average  of  one  year  to  acquire  a 


Table  3. 

GSA  LEASING  CHARGES  ($000) 

LOCATION 

GSA  CHARGED 

GSA  PAID 

OCCUPANCY 

BLM 

LESSOR 

COLORADO: 

Durango 

$54 

$55 

Joint  Tenant 

Grand  Junction 

$309 

$293 

Joint  Tenant 

Colorado  State  Office 

$763 

$683 

Sole  Occupant 

730  Simms,  Lake  wood 

$12 

$11 

Joint  Tenant 

390  Union,  Lakewood 

$117 

$94 

Sole  Occupant 

Montrose 

$121 

$105 

Joint  Tenant 

MONTANA: 

Palmer  Bldg,  Billings 

$105 

$107 

Sole  Occupant 

Granite  Tower,  Billings 

$519 

$456 

Sole  Occupant 

E  R  Young  Bldg,  Billings 

$20 

$18 

Sole  Occupant 

Great  Falls 

$69 

$48 

Joint  Tenant 

UTAH: 

Richfield 

$117 

$117 

Sole  Occupant 

2370  S  2300  W  Salt  Uke 

$194 

$196 

Sole  Occupant 

Utah  State  Office 

$685 

$413 

Sole  Occupant 

WYOMING: 

State  Office 

$606 

$418 

Sole  Occupant 

TOTALS 

$3,691 

$3,014 

Results  in  a  difference 

of $677 
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vehicle.  When  an  agency  requires  a  vehicle  in  a 
shorter  time  frame,  it  can  use  the  GSA's  Express 
Desk  system  in  which  the  GSA  can  purchase 
directly  from  certain  dealers  who  already  have 
the  desired  vehicles  in  stock.  This  process 
reduces  the  delivery  time  to  approximately  100 
days,  but  the  GSA  charges  a  5  percent  overtiead 
expense  on  the  purchase  price  instead  of  their 
nonnal  1.6  percent.  The  dealership  price  is  not 
the  product  of  a  fleet  purchase  and  results  in  a 
purchase  price  of  $5,000  -  $6,000  more  than  for 
the  same  vehicle  compared  to  a  purchase  under 
the  normal  GSA  process. 

In  FY92,  approximately  100  vehicles  were 
purchased  through  the  Express  Desk,  mostly  for 
law  enforcement  purposes.  Some  were  for 
rangers  and  special  agents,  while  others  were 
used  for  undercover  purposes.  All  were  consid- 
ered to  be  needed  prior  to  the  normal  delivery 
cycle.  This  premium  delivery  process  required 
BLM  to  pay  an  additional  $500,000  to  $600,000 
over  and  above  the  fleet  purchase  price. 

•    The  work  group  recommended  and  the  BMT 
agreed  that  the  BLM  should  initially  attempt 
to  impress  upon  its  managers  the  need  for 
planning  vehicle  acquisitions  to  permit 
maximum  savings  through  fleet  purchases. 
However,  if  vehicle  needs  cannot  be  sched- 
uled in  advance,  the  BLM  should  consider 
requesting  authority  to  purchase  its  own 
urgently  needed  vehicles  to  avoid  the  high 
overhead  costs  imposed  by  the  GSA. 

GSA  Mandatory  Sources 

At  one  time,  the  GSA  was  considered  the 
"Buying  Arm  of  the  Federal  Government."  It 
had  massive  warehouses  of  office  supplies  most 
frequently  used  by  federal  agencies,  contracts 
for  the  more  expensive  and  complicated  prod- 
ucts, and  an  automated  ordering  system  to 
expedite  the  process.  All  agencies  were  required 
to  use  the  GSA  mandatory  sources.  Since  tiien, 
many  agencies  have  acquired  the  expertise  to 
procure  their  own  equipment,  supplies,  and 
services;  many  of  the  warehouses  have  closed; 
and  the  military  and  other  agencies  are 
downsizing  significantiy,  while  many  of  these 
areas  are  still  considered  GSA  mandatory 
sources. 


Federal  supply  schedules  are  open-ended 
contracts  which  usually  include  equipment  such 
as  typewriters,  printers,  calculators,  etc.,  as  well 
as  some  services.  Vendors  for  these  contracts 
are  seldom  in  the  smaller  communities  where 
fleld  offlces  are  located,  and  installations  and 
repairs  pose  problems.  Trade-ins  are  seldom 
permitted,  and  the  schedule  prices  are  frequently 
higher  than  those  available  locally.  The  GSA 
schedule  contracts  usually  have  a  90  to  120  day 
delivery  time,  while  orders  for  office  furniture 
often  take  from  9  months  to  a  year  or  more  to  be 
filled  and  reach  their  destination.  However, 
several  of  the  schedules  have  been  designated  as 
optional;  that  is,  the  agencies  are  permitted  to 
use  the  contract  only  if  they  carmot  find  prices 
lower  than  those  listed  in  the  schedule.  This 
approach  permits  local  order  placement  if  prices 
are  competitive.  The  group  recommended  all 
schedules  be  converted  to  optional  schedules. 

In  addition  to  the  supply  schedules,  products  are 
also  available  through  the  GSA  stock  catalogs, 
customer  supply  centers,  and  Fedstrip.  Products 
available  from  GSA  under  these  categories  are  a 
result  of  award-to-the-lowest-bid  prices  during 
specified  periods  of  time  and  are  frequenUy 
inferior  to  or  different  from  items  available  in 
previous  orders,  e.g.,  chairs,  data  diskettes,  tools, 
etc.  Delivery  times  are  often  slow  because  of 
the  distance  of  the  GSA  supply  depot . 

•    The  BMT  agreed  to  the  work  group  recom- 
mendation that  GSA's  mandatory  sources  be 
considered  merely  as  other  sources  of  supply 
that  would  be  accepted  only  if  the  prices  were 
low,  delivery  time  is  acceptable,  and  the 
products  are  of  appropriate  quality.  Legisla- 
tion is  required  to  make  GSA  a  non-manda- 
tory source. 


PROCUREMENT 


Small  purchases,  those  under  $25,000,  make  up 
the  majority  of  procurement  actions  in  the  BLM. 
The  amount  of  paperwork  and  time  involved  in 
these  purchases  depends  upon  the  complexity  of 
the  goods  or  services  requested.  With  the 
exception  of  the  use  of  imprest  funds  and  credit 
cards,  all  procurement  documents  are  processed 
similariy  for  the  vendor/contractor  to  be  paid. 
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Folded  within  the  process  is  the  Prompt  Payment 
Act  which  requires  payment  within  30  calendar 
days  after  the  latter  of:  a.)  the  date  of  actual 
receipt  of  a  proper  invoice,  or  b.)  the  date  the 
supplies  or  services  are  accepted  by  the  govern- 
ment. Payments  made  after  the  above  dates  are 
penalized  in  accordance  with  a  set  formula. 
Additionally,  vendors/contractors  ftiequently 
offer  discounts  for  prompt  payment;  for  ex- 
ample, the  government  may  take  a  two  percent 
discount  if  payment  is  made  within  30  days. 
However,  time  discounts  are  seldom  taken 
because  the  Department  of  the  Treasury  requires 
all  agencies  to  delay  payments  (deliberate  aging) 
in  order  to  gain  maximum  interest  from  govern- 
ment funds  being  held  in  banks.  This  process 
not  only  costs  the  BLM  and  all  agencies  a 
considerable  amount  in  penalties,  but  imposes  a 
direct  hardship  on  small  businesses  in  maintain- 
ing a  proper  cash  flow.  This  keeps  many  small 
businesses  from  dealing  with  the  BLM  and  is  a 
constant  source  of  frustration  and  anger  when 
payments  are  not  made  in  a  timely  manner. 

Many  aspects  of  the  procurement  process  lend 
themselves  to  automation.  Several  initiatives  for 
this  type  of  automation  are  under  development 
within  the  Department  as  well  as  the  BLM. 
While  some  offices  have  initiatives  ongoing  to 
satisfy  their  own  needs,  these  same  systems  may 
not  be  exportable  or  be  compatible  elsewhere. 
The  group  recommended  a  study  of  these 
initiatives  and  a  determination  of  those  which 
are  most  applicable  to  BLM. 

•    The  work  group  noted  and  the  BMT  agreed  that 
the  current  procurement  procedures  do  not  aid 
document  processing  to  avoid  late  payment 
penalties  nor  do  they  encourage  taking  advan- 
tage of  offered  time  discounts.  The  BMT 
agreed  to  examine  developing  an  automated 
system  of  document  processing  and  review  of 
the  Prompt  Payment  Act  to  save  penalties  and 
take  discounts.  In  addition,  the  BMT  agreed 
that  the  value  of  vendor  invoices  needs  analysis. 


TIME  AND  ATTENDANCE  REPORTING 


The  current  system  for  reporting  employee  time 
and  attendance  is  replete  with  steps  that  are  either 
redundant  or  add  no  value  to  the  process.  Al- 


though designed  to  facilitate  accurate  time  and 
attendance  reporting,  the  method  for  recording  and 
reporting  time  and  attendance  has  evolved  into  a 
system  that  1)  impinges  inordinately  on  em- 
ployee, supervisor,  and  timekeeper  to  enter,  verify 
and  correct  data;  2)  offers  frequent  opportunities 
for  erroneous  data  entry;  and  3)  includes  a 
communication  problem  that  makes  accessing  or 
staying  on  the  system  difficult. 

Every  two  weeks,  each  employee  in  BLM 
completes  the  time  reporting  process.  The  data 
flow  diagram  in  Appendix  5  is  the  Service 
Center's  conceptual  diagram  of  the  current 
process  used  to  report  time  and  attendance. 

Eliminating  the  duplicative  aspects  of  the 
verification  process  without  jeopardizing  the 
integrity  of  the  pay  system  itself  would  reduce 
time  and  money  expended.  The  Bonneville 
Power  Administration  uses  an  exception  report- 
ing system  for  time  and  attendance.  Time  codes 
are  designated  for  each  employee  at  the  start  of 
the  fiscal  year.  Deviations  from  the  established 
codes  are  the  only  data  entered  into  the  system. 
The  result  is  a  savings  of  time  and  money 
ordinarily  expended  in  bi-weekly  reporting. 
Routine  processing  of  payroll  would  then 
resemble  Figure  2. 


Figure  2.      PROPOSED  TIME  AND 
ATTENDANCE 
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It  is  estimated  that  total  agency  savings  would 
be  674  work  months/year  if  an  exception  based 
system  were  adopted. 

•    The  BMT  agreed  that  the  current  time  and 
attendance  system  (RETARS)  is  redundant 
and  imposes  additional  steps  and  processes 
that  add  no  value.  They  directed  the  Service 
Center  to  pursue  the  feasibility  of  adopting  an 
exception  based  system  to  streamline  the 
process  and  eliminate  duplication. 


SECONDARY/TERTIARY  LEVELS  OF 
REVIEW 


Certain  business  practices  are  deemed  ordinary 
and  necessary  to  the  day-to-day  running  of  a 
business.  Requiring  Washington  Office  (WO) 
review  for  routine  business  processes  impedes 
efficiency  and  efficacy.  When  the  levels  of 
review  are  expanded,  costs  increase.  Addition- 
ally, such  review  runs  contrary  to  the  precepts  of 
Total  Quality  Management  (TQM):  to  build  in 
quality  at  the  beginning  not  at  the  end  of  a 
process. 

The  work  group  analyzed  only  the  process  used 
to  approve  publications.  Similar  levels  of 
review  are  required  to  address  other  common 
business  needs  including  production  of  audiovi- 
sual products  and  the  lease/update/purchase  of 
copiers.  The  conclusions  drawn  from  this 
analysis  may  be  made  for  similar  systems  as 
well.  It  should  be  noted  that  WO  review  may 
involve  the  BLM  WO,  the  DOI  WO,  or  both. 

Printed  Documents 

Multiple  levels  of  review  are  debilitating  to  the 
organization.  They  are  costly,  redundant,  and  at 
best,  ineffective.  Departmental  and  Bureau 
instructions,  both  in  manuals  and  in  instruction 
memoranda,  indicate  interests  in  both  addressing 
customer  needs  and  in  expediting  the  printing 
processes.  The  current  process  adds  several 
steps  that  are  non-productive  and  result  in  delays 
in  acquiring  the  printed  material,  while  often  the 
printing  could  have  been  procured  locally  at  a 
lower  cost  and  in  a  much  faster  time  frame. 

Several  years  ago  BLM  developed  design 
standards  governing  publications  with  approval 


for  four-color  publications  at  the  State  Director 
level  and  approval  for  two-color  publications  at 
the  District  Manager  and  Area  Manager  levels. 
BLM  brochures  were  available  to  the  public  in  a 
timely  fashion  and  with  an  appropriate  level  of 
review. 

Under  the  current  system,  permission  to  pnxluce 
brochures  has  been  withdrawn  to  the  Depart- 
mental level,  causing  the  request  to  possibly 
wend  its  way  from  the  resource  area  to  the 
district,  to  the  state  office,  to  BLM's  Washing- 
ton Office  of  Public  Affairs,  to  the  Director's 
Office  of  External  Affairs,  to  the  Assistant 
Secretary,  and  finally  to  the  Secretary's  Office 
of  Public  Affairs.  Production  of  a  simple,  site- 
specific  brochure  now  requires  routing  a  2-page 
DI-550  plus  its  attendant  Standard  Government 
Printing  Office  (GPO)  Form  3868  through  as 
many  as  7  clearances  before  it  can  be  printed. 
Recently,  the  Department  instituted  a  quarterly 
submissions  system.  Now,  if  a  field  request 
misses  the  quarterly  deadline,  an  additional  three 
months  (at  Uie  least)  must  be  added  to  the 
process.  To  reprint  an  approved  brochure, 
another  DI-550  is  required  if  the  brochure  is 
over  two  years  old  or  if  it  includes  any  correc- 
tions, additions,  or  updates.  Finally,  if  the  cost 
of  printing  a  brochure  exceeds  $1,(X)0,  the  order 
must  be  sent  to  the  GPO.  The  GPO,  which  was 
originaUy  created  to  provide  low  cost  printing 
services  to  government  agencies,  seems  no 
longer  able  to  provide  competitive  service  at 
competitive  prices.   The  group  recommended 
that  GPO  be  considered  as  an  optional  source. 

•    The  work  group  recommended  restoration  of 
the  previously-held  authority  for  printing 
approval  at  the  field  level.  The  decision  is 
pending  with  the  BMT. 


TRAVEL 


Procedures  to  authorize  travel  on  behalf  of  the 
BLM  are  replete  with  duplications,  inefficien- 
cies, untimely  processes,  and  inconsistencies. 
The  first  step  in  the  process,  to  obtain  a  travel 
authorization,  requires  repetitive  approval  and 
mandates  cuff  records.  Travel  vouchers  them- 
selves are  cumbersome  and  time  consuming  to 
complete  manually  resulting  in  travel  records 
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Figure  3.     HNANCIAL  SYSTEMS- 
CURRENT  PROCESS 


that  are  often  untimely,  which  causes  difficulty 
in  tracking  ftmds.  Those  steps  in  the  process  that 
require  contact  with  the  traveler  for  additional 
information  and/or  corrective  action  do  not  add 
value  and  impede  the  process  (See  Figure  3). 

Both  internal  and  external  customers  would 
prefer  a  process  that  minimizes  paperwork, 
expedites  reimbursement  to  both  the  traveler  and 
the  corporations  providing  service,  and  simpli- 
fies the  process. 

•   The  work  group  recommended  that  an 
automated  system  be  instituted  that  would 
streamline  the  process  and  accelerate  pay- 
ment to  the  traveler.  The  BMT  agreed  with 
the  recommendation  and  directed  that  the 
Oregon  State  Office  pilot  an  alternative 
approach  for  processing  travel  vouchers  that 
examines  making  local  payment  to  the 
traveler  and,  based  upon  the  results  of  this 
test,  make  recommeruiations  regarding 
Bureauwide  adoption  of  the  approach. 


AUTOMATED  SYSTEMS 


Automated  financial  systems  are  not  responsive 
to  either  external  or  internal  customer  needs. 
Current  systems  should  assist  in  the  reduction  of 
paperwork;  interface  with  other  related  systems; 
and  be  user  friendly,  timely,  and  accessible. 
But,  many  of  our  systems  do  not  meet  the  above 
criteria. 

BLM's  systems  necessitate  the  use  and  constant 
updating  of  cuff  records  by  program  leaders  and 
managers  to  reflect  timely  information  for 
decision  making.  The  ability  to  effectively 
manage  program  funds  is  adversely  affected  by 
the  time  lag  between  requisition  approval,  the 
purchase  order  or  contract  issued/awarded,  and 
the  unliquidated  obligation  is  recorded  in 
Federal  Financial  System.  This  long  delay 
necessitates  maintaining  local  cuff  records  and 
reconciling  them  with  official  reports.  Addition- 
ally, the  Service  Center's  Division  of  Finance 
needs  to  contact  field  offices  to  verify,  correct, 
or  supplement  data  that  adds  to  the  length  of  the 
process. 
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A  detailed  study  and  analysis  is  required  to 
comprehensively  address  this  subject.  However, 
some  new  process  requirements  based  on 
customer  needs  have  been  identified.  Auto- 
mated systems  must  provide  timely  information, 
allow  user  friendly  access  and  be  accessible  to 
all  levels  of  the  organization.  Identifying 
realistic  internal  and  external  customer  needs  is 
crucial  to  this  evaluation. 

Internal  customers  should  be  involved  in  directly 
entering  commitments  and  unliquidated  obliga- 
tions. This  would  maintain  an  accurate,  timely 
database,  reduce  the  Service  Center's  need  to 
verify  or  supplement,  and  eliminate  the  need  for 
local  cuff  records.  It  is  imperative  that  field 
offices  be  involved  in  the  development  of  user 
requirements  for  new  or  modified  systems  to 
make  the  system  responsive  to  local  needs. 

•  The  BMT  agreed  that  future  automated 
systems  be  developed  in  conjunction  with  field 
personnel  to  ensure  that  the  systems  meet  the 
desired  purpose  at  the  proper  level,  are 
maintained,  and  are  user-friendly. 
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National 

Historic 

Preservation 

Act  Process 


The  intent  of  the  National  Historic  Preservation 

Act  (NHPA)  is  to  identify  and  protect  significant 

cultural  historic  sites.  The  NHPA  is  broad  in 

application  and  encompasses  all  Federal 

agencies  in  its  requirements.  While  Section  110 

of  the  Act  provides  direction  to  Federal  agencies 

to  preserve  and  protect  historic  properties. 

Section  106  has  directed  BLM  activities  and 

absorbed  the  majority  of  its  time  and  resources. 

The  Advisory  Council  on  Historic  Preservation 

(Advisory  Council),  established  under  Title  II  of 

NHPA,  promulgated  regulations  implementing 

Section  106.  The  Advisory  Council  regulations, 

obviously  more  definitive  than  the  NHPA  itself, 

are  applicable  to  all  Federal  agencies,  but  they 

are  also  subject  to  refinement  to  meet  specific 

agency  needs.  The  work  group  confined  its 

study  to  Section  106,  recommending  changes  to 

insure  that  the  BLM  is  not  performing  redundant 

procedures. 

The  need  for  change  is  not  universally  shared.  In 

fact,  a  discussion  of  Section  106  compliance 

quickly  enters  into  the  realm  of  strongly  held 

opinions,  if  not  basic  tenets,  regarding  public 

land  management.  The  existing  process  has 

evolved  in  an  extremely  conservative 

atmosphere  wherein  it  is  a  goal  to  eliminate  any 

and  all  risk  of  overlooking  any  historic  or 

cultural  site.  Archaeologists  and  cultural 

resource  program  specialists  generally  support 

the  existing  process  while  other  resource 

program  specialists  and  field  managers  are 

generally  eager  for  change.  This  dichotomy  is 

important  because  meaningful  change  will  not 

occur  if  the  needs  of  these  groups  are  not 

recognized. 


PROMULGATE  COUNTERPART 
REGULATIONS 


The  current  Section  106  compliance  process  is  a 
series  or  cycle  of  consultations.  It  is  described 
schematically  in  Appendix  6.  The  work  group 
identified  eight  major  areas  that  would  affea 
that  process,  five  of  which  could  to  be  accom- 
plished by  promulgating  regulations  counterpart 
to  those  of  the  Advisory  Council  as  provided  for 
in  the  Advisory  Council's  own  regulations. 
According  to  the  work  group's  analysis,  such 
regulations  would  have  the  effect  of  defining  the 
BLM's  position  and  eliminating  much  of  the 
inconsistency  that  stems  fi^om  implementing 
another  agency's  broad  regulations.  Counterpart 
regulations  could  help  offset  the  tendency 
toward  review  rather  than  consultation  by 
providing  a  foundation  for  BLM  procedures. 

•  The  BMT  agreed  with  the  recommendation  to 
promulgate  counterpart  regulations.  The 
following  five  sections  deal  with  changes 
which  would  be  addressed  in  the  new  coun- 
terpart regulations. 

Define  ''Undertaking"  in  a  Bureau  Context 

The  consultation  process  demanded  by  Section 
106  is  initiated  only  if  a  proposed  Federal  or 
Federally-assisted  "undertaking"  exists.  The 
Advisory  Council  regulations,  36  CFR  800, 
define  "undertaking"  broadly,  to  apply  to 
activities  undertaken  by  all  Federal  agencies. 
Program -specific  Bureau  definitions  in  Manuals 
and  other  Bureau  directives  are  not  always 
recognized  by  the  Advisory  Council,  and  may 
also  be  overlooked  by  Bureau  staffs  and  manag- 
ers. Definitions  and  exemptions  included  in 
programmatic  agreements  with  the  Advisory 
Council  are  not  the  same  from  State  to  State. 
Inconsistency  between  states  (and  even  districts) 
makes  the  BLM  appear  uncoordinated  and 
makes  it  difficult  for  users  to  estimate  the  length 
of  time  required  to  process  a  proposal. 

•  The  work  group  recommended  that  "under- 
taking" be  defined  in  a  Bureau  context  that 
focuses  on  BLM  actions  and  the  element  of 
discretion  provided  by  the  various  public  land 
laws  that  direct  the  BLM's  activities. 
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Define  Eligibility  Criteria  in  a  Bureau 
Context 

There  are  four  specific  Criteria  for  Evaluation 
regarding  eligibility  of  properties  for  the  Na- 
tional Register  in  36  CFR  60.4.  Criterion  36 
CFR  60.4(d)  provides  the  basis  for  the  majority 
of  eligibility  determinations  for  BLM  sites. 

Criterion  (d)  states: 

...  The  quality  of  significance  in 
American  history,  architecture, 
archeology,  engineering,  and 
culture  is  present  in  districts, 
sites,  buildings,  structures,  and 
objects  that  possess  integrity  of 
location,  design,  setting,  materi- 
als, workmanship,  feeling,  and 
association  and  (d)  that  have 
yielded  or  may  be  likely  to  yield 
information  important  in 
prehistory  or  history. 

The  phrase  "likely  to  yield  information"  appears 
to  be  the  basis  for  many  of  the  BLM's  eligible 
sites.  Since  this  phrase  is  subject  to  a  broad 
range  of  interpretation,  thousands  of  sites  on 
public  land  have  been  determined  "eligible"  tor 
the  National  Register.  However,  the  vast 
majority  of  these  sites  never  progress  from  their 
eligible  status.  This  leads  to  a  situation  in  which 
the  broad  interpretation  that  can  be  accommo- 
dated in  the  initial  determination  of  eligibility  is 
rarely  subjected  to  validation  by  the  Keeper  of 
the  National  register  or,  by  extension,  the  public. 
The  BLM  would  benefit  by  instituting  a  policy 
that  would  require  follow-up  action  to  nominate 
sites  found  to  be  eligible  for  the  National 
Register  of  Historic  Places.  Not  only  would  this 
be  consistent  with  the  apparent  intent  of  the 
NHPA  and  36  CFR  60,  but  it  would  validate  the 
BLM's  eligibility  decisions.  With  the  added 
benefit  of  demonstrating  to  the  public  the  extent 
of  the  BLM's  cultural  resource  management 
program,  it  would  provide  valuable  feedback  on 
the  application  of  eligibility  standards  for  sites 
not  accepted  for  the  Register. 

•   The  work  group  recommended  that  eligibility 
criteria  be  defined  in  a  BLM  context. 


Coordinate  NHPA  Consultation  with 
National  Environmental  Policy  Act  (NEPA) 
Review 

The  existing  Section  106  consultation  process 
runs  parallel  to  but  essentially  independent  of 
the  NEPA  review  process.  These  separate 
processes  not  only  increase  the  woric  effort,  but 
tend  to  create  or  perpetuate  the  perception  that 
cultural  resource  protection  is  distinct  from  other 
resource  protection  requirements. 

The  review  and  consultation  requirements  of 
NHPA  and  NEPA  should  be  coordinated  when 
both  laws  are  involved  in  a  proposed  action. 
Direction  to  do  this  is  included  in  the  regulations 
of  the  Council  on  Environmental  Quality  (40 
CFR  1502.25)  in  the  context  of  Environmental 
Impact  Statements  (EISs),  but  there  is  no 
mention  in  36  CFR  800.  The  Advisory  Council's 
regulations  encourage  opportunities  to  generate 
efficiencies  of  public  review,  allowing  Section 
106  public  participation  to  be  satisfied  through 
the  NEPA  process  in  36  CFR  800.1(c)(2)(iv). 
Opportunities  should  also  be  pursued  to  incorpo- 
rate Section  106  consultation  throughout  the 
spectrum  of  environmental  analysis  (environ- 
mental assessment  as  well  as  EIS),  using  these 
documents  to  satisfy  the  consultation  require- 
ment. 

•   The  work  group  recommended  that  NHPA 
consultation  be  coordinated  with  NEPA 
review  to  combine  the  parallel  but  separate 
processes  that  are  currently  in  use. 

Eliminate  the  Advisory  Council  ''Black  Hole" 
Syndrome 

Much  of  the  Section  106  compliance  process 
involves  review/consultation  by  the  State 
Historic  Preservation  Officer  (SHPO)  and 
Advisory  Council.  The  Advisory  Council's 
regulations  can  be  read  to  require  the  BLM  to 
consult  with  the  SHPO  four  separate  times  for 
each  proposed  undertaking.  If  the  consultation  is 
done  in  writing,  this  could  potentially  add  as 
much  as  60-120  days  in  review  time.  Each  of 
these  steps  may  also  result  in  consultation  with 
the  Advisory  Council  if  there  is  disagreement 
between  the  BLM  and  the  SHPO.  The  Advisory 
Council's  procedures  are  acknowledgedly 
designed  to  delay  decisions  that  would  adversely 
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affect  historic  properties,  giving  the  agency 
decision  maker  multiple  opportunities  to  recon- 
sider. Therefore,  there  is  a  widely-held  belief 
that  once  begun,  the  consultation  process  may 
proceed  indefinitely.  As  a  result,  consultation 
with  the  Advisory  Council  is  often  avoided  at 
almost  all  costs  because  it  represents  a  "black 
hole."  To  the  extent  that  this  is  true,  it  acts  as  a 
factor  in  the  BLM's  decision-making  by  consis- 
tently swaying  decisions  towards  the  most  risk- 
ft-ee  position.  These  are  the  decisions  that  tend  to 
preclude  the  chance  that  Advisory  Council 
consultation  will  be  needed,  but  also  require  the 
most  effort  of  the  BLM  (intensive  inventory  for 
the  highest  number  of  proposed  actions  and  the 
highest  number  of  conservative  judgments 
regarding  eligibility). 

•  The  BMT  agreed  that  the  issue  of  timeframes 
for  review  should  be  adequately  addressed  as 
an  element  of  counterpart  regulations. 

Devise  Review  Process  that  Acknowledges  the 
Skills  of  all  Professionals 

The  judgment  and  ability  of  BLM  cultural 
resource  professionals  should  be  recognized. 
Intermediate  consultation  should  only  be  re- 
quired when  there  is  a  legitimate  question 
regarding  significance  or  eligibility.  This 
process  should  not  be  biased  by  eliminating 
SHPO/Advisory  Council  review  only  when  an 
action  is  defined  as  an  undertaking  and  a  Qass 
III  inventory  is  conducted.  For  instance,  if  the 
BLM  determines,  as  a  result  of  an  inventory, 
that  there  are  no  ehgible  sites,  SHPO/Advisory 
Council  review  should  not  be  required.  It  should 
be  adequate  to  provide  the  SHPO  documentation 
of  the  decision  in  the  same  manner  as  negative 
inventory  reports. 

•  The  BMT  agreed  with  the  recommendation 
that  a  review  process  needs  to  be  developed 
and  implemented  that  respects  the  knowledge 
and  skills  of  all  professionals. 


DEVELOP  METHODS  TO  USE  EXISTING 
INVENTORY  DATA 


Currently,  cultural  resource  inventories  are 
initiated  almost  automatically  in  response  to  an 


application  or  proposed  action.  Strategic  think- 
ing about  where  inventories  need  to  be  com- 
pleted is  not  done  frequently  in  advance,  and 
existing  inventories  are  not  fiilly  used.  Previous 
inventory  data  are  generally  checked  only  to 
determine  if  the  area  encompassed  in  a  proposed 
action  has  already  been  surveyed,  not  to  deter- 
mine the  hkelihood  that  a  new  survey  will  find 
significant  historic  properties.  At  present,  most 
inventories  are  of  the  Class  III  category,  "inten- 
sive field  inventory,"  rather  than  Class  II, 
"sampling  field  inventory,"  or  Qass  I,  "existing 
data  inventory." 

Inventories  have  been  conducted  for  many  years 
on  public  land,  but  for  many  parts  of  the  Bureau 
backlogged  inventory  data  have  not  been 
analyzed  and  synthesized  to  yield  useful  man- 
agement information.  In  some  areas,  it  is  clear 
that  significant  historic  properties  are  seldom 
identified,  yet  inventories  are  still  conducted  as 
if  the  area  were  covered  with  significant  historic 
properties.  The  wording  in  36  CFR  800.4(a)  and 
(b)  suggests  that  existing  information  combined 
with  professional  assessment  of  the  probability 
of  the  presence  of  unidentified  historic  proper- 
ties can  be  the  basis  for  the  "reasonable  and 
good  faith"  effort  required  to  identify  the  effect 
of  an  undertaking.  The  need  for  an  intensive 
inventory  is  not  precluded,  nor  is  it  prescribed  as 
the  sole  or  primary  means  of  "identifying 
historic  properties."  Although  nothing  in  BLM 
guidance  precludes  inventory  techniques  other 
than  Class  III,  no  other  technique  is  encouraged 
or  readily  available. 

•   The  BMT  agreed  with  the  work  group  reccm- 
mendation  that  the  BLM  develop  methods  to 
use  existing  inventory  data.  These  methods 
might  include  developing  maps  for  resource 
areas  that  indicate  the  potential  for  occurrences 
of  historic  properties.  No  cultural  resource 
inventories  would  be  required  in  areas  of  low 
or  medium  potential  unless  cultural  properties 
are  encountered  during  operations. 


CREATE  SECTION  106  TRAINING 
COURSES 


The  requirement  for  Section  106  compliance/ 
consultation  is  a  key  element  in  many,  if  not 
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most,  BLM  actions.  It  is  designed  to  define  and 
ensure  quality  through  external  review.  How- 
ever, quality  cannot  be  efficiently  obtained 
solely  by  such  review.  It  must  be  built  in  by 
providing  adequate  training  to  BLM  profession- 
als to  enhance  their  skills,  knowledge,  and 
expertise.  There  is,  however,  no  structured 
Bureau  training  for  employees  charged  with 
Section  106  responsibility.  Section  106  training 
is  generally  not  offered  in  university  course 
work,  and  the  only  Section  106  training  avail- 
able to  most  archaeologists  is  a  two-day  GSA/ 
Advisory  Council-sponsored  course  that  de- 
scribes only  the  bare-bones  process.  Unfortu- 
nately, this  course  is  not  offered  from  a  land 
management  point  of  view  except  when  specifi- 
cally tailored  for  the  Bureau  by  special  contrac- 
tual arrangement. 

•   The  BMT  agreed  with  the  work  group  recom- 
mendation that  Section  106  compliance 
training  course(s)for  BLM  archaeologists  be 
established,  especially  for  entry  level  or  new 
employees.  The  BMT  specified  that  atten- 
dance at  this  course  be  broadened  to  include 
area  managers. 


i,OCAUZE  COMPUANCE  DECISIONS 


Nearly  all  of  the  activities  permitted  on  public 
land  are  handled  by  a  resource  area  archaeolo- 
gist in  consultation  with  counterparts  on  the 
SHPO's  staff.  Problems  can  quickly  disappear 
when  good  working  relationships  exist  at  tiiis 
level.  Resource  area  managers  could  be  empow- 
ered to  make  localized  agreements  with  the 
SHPO,  while  the  SHPO  could  conduct  periodic 
audits  of  authorizations/actions  if  deemed 
necessary. 

•    The  work  group  recommended  that  an 
analysis  be  conducted  as  to  whether  the 
compliance  process  could  be  made  more 
efficient  and  effective  by  localizing  consulta- 
tion procedures  at  the  resource  area  level. 
Although  this  recommendation  was  made  as 
an  alternative  rather  than  a  complement  to 
the  other  recommendations,  the  BMT  ap- 
proved its  implementation  by  the  State 
Directors  in  addition  to  the  other 
recommendations. 


18 


A  Report  by  the  Bureau  of  Land  Management 


OIL  AND  GAS 


Oil  and  Gas 

Inspection  and 

Enforcement 


The  Oil  and  Gas  Inspection  and 

Enforcement  (I&E)  Program,  the 

subject  of  much  external  critical  review, 

has  been  under  almost  constant  change  over 

the  last  5  years  to  address  those  concerns. 

In  contrast  to  many  other  BLM  programs, 

funding  for  the  I&E  segment  of  the 

Oil  and  Gas  Program  rose  from  $5  million 

in  1990.  to  $11.4  million  in  1993. 

Because  of  recent  extensive  reviews  and 

changes,  the  work  group  chose  to 

concentrate  its  efforts  in  five  general  areas: 

Program  Administration,  the  Strategy 

Document,  Indian  Trust  Responsibility, 

Policy  and  Procedures,  and  Automation. 


PROGRAM  ADMINISTRATION 


Use  of  Allocated  Funding 

Although  the  I&E  program  has  received  in- 
creased funding  over  the  past  several  years,  the 
number  of  inspectors  in  the  Field  has  remained 
static  at  around  120  since  fiscal  year  (FY)  1983, 
except  for  a  dip  in  FY90/91  and  an  increase  in 
FY92  (See  Appendices  7  and  8). 

Based  on  data  entered  in  the  Automated  Inspec- 
tion Record  System  (AIRS)  data  base  for  1992, 
only  78  percent  of  the  Federal  inspections 
mandated  by  the  Federal  Oil  and  Gas  Royalty 
Management  Act  (FOGRMA)  were  completed 
(See  Appendices  9  and  10).  This  occurred  even 
though  the  definition  of  significant  production 
was  changed  to  a  lower  amount,  thereby  de- 
creasing the  overall  number  of  FOGRMA 
required  inspections  from  1800  in  FY91  to  876 
in  FY92.  Additional  data  supplied  by  BLM 
State  offices  subsequent  to  submission  of  the 
woric  group  report  revealed  that  BLM  states 
were  not  consistent  in  reporting  inspections 
(completed  versus  initiated).  Additional  tables 
were  generated  to  reflect  consistent  data  (See 
Appendices  11  and  12).  These  data  still  indicate 
that  the  BLM  did  not  initiate  100  percent  of  the 
mandated  inspections. 

In  addition  to  finding  that  lack  of  uniformity  in 
data  entry  in  the  AIRS  system  causes  it  to  be 
unreliable  as  a  means  of  tracking  the  BLM's 
performance  in  meeting  the  mandate  of 
FOGRMA  inspections,  the  work  group  was  not 
able  to  find  adequate  documentation  for  the 
expenditure  of  funds  allocated  to  the  I&E 
program. 

•   The  BMT  rejected  the  work  group's  recom- 
mendation that  an  item  specific  to  account- 
ability ofl&E  allocated  funds  be  included  in 
each  State  Director's  PIPE,  and  that  the 
Assistant  Director  for  Energy  and  Minerals 
be  allowed  a  5  percent  "line  item"  authority 
to  directly  allocate  money  to  districts  and 
resource  areas  to  facilitate  improvement  of 
the  most  critical  personnel  shortage  situa- 
tions. However,  the  BMT  agreed  with  the 
recommendation  to  require  each  state  to 
perform  a  review  by  the  end  ofFY93  of 
centralization  of  the  I&E  program  to  deter- 
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mine  what  potential  benefits,  efficiency,  and 
cost  effectiveness  might  exist  in  centraliza- 
tion. The  BMT further  agreed  to  the  estab- 
lishment of  a  single,  automated  data  base  to 
monitor  key  elements  of  the  program. 

Use  of  Personnel 

It  has  been  determined  that  Petroleum  Engineer- 
ing Technicians  (PETs)  are  often  used  ineffi- 
ciently to  review  production  paper  trails,  to 
handle  the  more  clerical  aspects  of  the  inspec- 
tion program,  and  to  perform  the  quasi-account- 
ing f\inction  of  comparing  field  data  against 
monthly  production  reports  to  determine  poten- 
tial misreporting  violations. 

•   The  BMT  agreed  with  the  recommendation 
that  each  field  office  consider  the  use  of  lower 
graded  office  support  positions  to  perform 
clerical  Junctions  that  are  currently  consum- 
ing potential  PET  field  time,  citing  that 
favorable  results  have  been  achieved  through 
this  method  in  Colorado  and  the  Tulsa 
District. 


STRATEGY  DOCUMENT 


The  existing  strategy  process  serves  as  the  blue- 
print for  program  policy,  guidance,  and  planning 
and  is  a  highly  effective  procedure  which  should 
be  maintained  and  supported.  The  Strategy 
Document  is  prepared  each  year  to  guide  the 
I&E  Program,  not  only  giving  direction  regard- 
ing the  type  and  frequency  of  inspections 
performed,  but  emphasizing  a  balanced  program 
including  production  related  activities,  drilling, 
abandonment,  and  sound  environmental  prac- 
tices. The  Strategy  Document  contains  the 
number  and  types  of  inspections,  a  yearly  matrix 
of  the  expected  types  of  inspections,  and  alloca- 
tion of  resources  available  to  perform  the 
responsibilities  of  the  program  in  view  of  the 
funding  level. 

•   The  work  group  recommended  that  the  BMT 
support  and  maintain  the  existing  strategy 
process  and  proceed  with  the  initiative  to  put 
the  process  in  manual  form.  The  BMT  agreed 
with  this  recommendation. 


INDIAN  TRUST  RESPONSIBILITY 


Inspection  Frequency 

Current  BLM  policy  requires  armual  inspection 
of  all  producing  Indian  leases.  This  differs  fix)m 
the  FOGRMA  requirement  on  Federal  leases 
which  specifies  that  all  leases  (both  Indian  and 
Federal)  with  significant  production  or  those 
identified  as  having  a  history  of  noncompliance 
must  be  inspected  annually.  Therefore,  Indian 
leases  are  inspected  at  a  greater  frequency  than 
Federal  leases.  Federal  leases  produce  roughly 
eight  to  ten  times  the  amount  of  oil  and  gas  over 
that  on  Indian  leases.  However,  the  Indian  lease 
portion  of  the  I&E  program  is  funded  at  a  ratio 
of  one  to  four.  The  work  group's  statistical 
review  of  inspections  on  Indian  leases  in  the 
United  States  concluded  that  there  is  a  slightly 
lower  incidence  of  noncompliance  for  Indian 
leases  than  for  Federal  leases,  indicating  that 
there  appears  no  reason  to  warrant  the  special 
emphasis.  The  woric  group  determined  that  if 
the  Indian  leases  were  selected  for  inspection  on 
the  same  basis  as  the  Federal  leases,  the  BLM 
could  better  meet  the  requirements  of  FOGRMA 
and  the  I&E  Strategy  for  conducting  inspections. 

•  The  work  group  recommended  that  the  policy 
concerning  frequency  of  inspections  of  Indian 
leases  should  be  consistent  with  the  inspec- 
tion policy  on  Federal  leases  and  that  the 
change  should  start  at  the  beginning  ofFY94. 
The  BMT  agreed  with  the  recommendation, 
but  directed  that  the  change  begin  immedi- 
ately upon  notification  of  the  Bureau  of 
Indian  Affairs  and  the  Minerals  Management 
Service. 

Indian  Cooperative  Agreements 

The  work  group  received  several  comments  that 
the  Indian  Cooperative  Agreements  Program  has 
significant  problems  dealing  with  quality, 
efficiency,  and  effectiveness,  and  that  it  is 
questionable  if  the  program  is  satisfying  its 
original  intentions. 

•  The  work  group  recommended  that  the  BMT 
charge  the  standing  I&E  Strategy  Task  Force 
to  review  the  program  to  determine  its 
effectiveness  and  identify  by  the  end  ofFY93 
any  changes  in  oversight  or  other  aspects  of 
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the  program  that  need  to  occur  for  it  to  be 
more  effective.  The  BMT  agreed  to  assign 
this  recommendation  to  the  Assistant  Director 
for  Energy  and  Minerals  for  action. 


POLICY  AND  PROCEDURES 


Compliance  Responsibility 

The  current  system  for  inspection  and  enforce- 
ment allows  Uie  operator  to  come  into  compli- 
ance for  most  violations  with  no  penalty  or  fine 
unless  the  noncompliance  is  left  unabated  or  the 
violation  is  so  serious  that  there  is  an  immediate 
assessment  imposed.  The  regulations  only 
identify  four  instances  in  which  immediate 
assessments  occur.  There  are  a  significant 
number  of  minor  violations  whereby  there  is  no 
real  negative  aspect  or  sanction  to  the  operator 
for  continued  and  repeated  non-compliance  as 
long  as  the  corrections  are  made  within  the 
abatement  time  frame.  Although  such  non- 
compliance is  used  as  a  factor  in  deciding  the 
frequency  of  inspections  to  be  performed  as  part 
of  the  Strategy,  other  than  that  inconvenience, 
no  deterrent  exists  for  repeated  and  continual 
non-compliance. 

•  The  BMT  deferred  action  on  the  recommen- 
dation to  direct  the  Inspection  and  Enforce- 
ment Task  Force  to  develop  by  April  1, 1993. 
options  for  the  Director's  consideration  that 
would  address  the  above  stated  issue  with 
suggestions  on  possible  sanctions  and/or 
penalties  for  repeat  violations/violators. 

Follow-up  Inspections 

A  procedure  closely  related  to  the  issue  of 
compliance  responsibility  is  the  practice  of 
follow-up  inspections  for  those  violations  in 
which  there  is  no  impact  to  royalty  income, 
public  health  and  safety,  or  the  environment  In 
these  situations,  while  current  policy  allows  for 
reliance  on  operator  certification  that  the  correc- 
tion has  taken  place,  the  woric  group's  study  of 
this  situation  indicated  that  in  most  cases  the 
inspector  does  perform  a  follow-up  inspection  to 
assure  compliance. 

•  The  work  group  recommended  that  a  policy 
be  established  in  which  these  types  of  viola- 
tions would  not  have  reinspections  except  on 


a  random  basis.  They  indicated  that  this 
situation  could  benefit  by  a  sanction/penalty 
system  in  those  cases  in  which  compliance 
was  not  performed  even  though  it  was  certi- 
fied as  having  been  completed.  The  work 
group  further  recommended  that  the  I&E 
Task  Force  should  identify  options  for  this 
situation  by  April  1 ,  1993.  The  BMT  agreed 
with  the  part  of  the  recommendation  that 
these  types  of  violations  should  have 
reinspections  only  on  a  random  basis  and 
assigned  the  task  to  Assistant  Director  for 
Energy  and  Minerals. 

Field  Time  Documentation 

To  quantify  work  month  requirements  in  the 
I&E  program,  BLM  policy  requires  inspectors  to 
account  for  their  field  time  in  15-minute  incre- 
ments. Although  this  has  been  a  laborious  and 
somewhat  tedious  exercise,  it  has  generated  an 
extremely  valuable  data  base  of  norms  for 
various  inspection  times  and  procedures. 

•  The  BMT  agreed  with  the  recommendation  to 
delete  this  stringent  requirement  by  mid-year 
FY93,  assuming  a  substantial  data  base  of 
statistical  information  regarding  norms  for 
inspection  times  which  can  be  then  used  for 
future  projections,  strategy  decisions,  etc., 
will  be  established  by  that  time. 

Detailed  Production  Accountability 
Inspection  (DPAI)  Definition 

The  definition  of  the  DPAI  is  very  specific  to  the 
Strategy.  As  the  name  indicates,  this  is  a  very 
detailed,  time  consuming  inspection.  Overall, 
the  DPAI  inspection  is  a  valuable  and  necessary 
inspection  tool  that  should  be  maintained. 
However,  under  current  procedures,  all  files 
must  be  reviewed  to  comply  with  the  definition 
of  the  DPAI.  There  are  instances  in  which  it  is 
neither  necessary  nor  productive  to  do  a  review 
of  this  magnitude.  More  flexibility  is  needed  in 
the  file  review  requirements. 

•  The  BMT  agreed  with  the  recommendation  to 
instruct  the  I&E  Strategy  Task  Group  to 
review  this  definition  and  modify  it  to  accom- 
plish the  desired  flexibility  so  that  the 
changes  can  be  incorporated  into  the  FY94 
Strategy. 
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Field  Use  of  Computers 

Although  the  I&E  program  is  partially  auto- 
mated, the  work  group  determined  that  the  field 
inspection  process  could  benefit  from  an  auto- 
mated (hand  held)  data  entry  system.  An 
automated  system  would  eliminate  one  level  of 
data  entry  and  reduce  overall  documentation 
time,  while  retaining  the  capability  for  quality 
control. 

AIRS  Data  Base 

A  second  issue  involving  automation  is  the 
Automated  Inspection  Record  System  (AIRS) 
data  base.  This  system  has  grown  in  size,  use, 
and  complexity  to  accommodate  the  many  users 
of  its  data  far  beyond  the  inspection  program. 
The  result  is  a  system  that  is  not  easily  manipu- 
lated to  meet  the  needs  of  the  inspection  process. 

•    The  BMT  approved  maintaining  AIRS, 
establishing  a  task  force  to  determine  I&E 
and  other  oil  and  gas  data  needs,  designing  a 
system  to  meet  user  needs,  and  moving  to  the 
use  of  hand-held  computers  in  the  field  as 
soon  as  possible. 
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Personnel 
Management 


The  BLM  has  an  unusual  opportunity  to 

simplify  personnel  management  for 

the  benefit  of  the  organization  and 

its  people.  The  work  group  assigned  to 

review  issues  involved  in  streamlining 

personnel  management  processes  identified 

both  short  term  -  those  effected  through 

existing  authorities;  and  future  actions  -  those  in 

need  of  new  or  revised  authorities.  If  enacted, 

the  changes  would  enable  the  BLM  to  better 

serve  the  public,  improve  employee  morale, 

strengthen  recruitment  efforts,  produce  a  more 

efficient  and  equitable  performance  evaluation 

system,  and  improve  the  quality  of  life  for  all 

BLM  employees. 

The  first  part  of  this  report  deals  with 

several  steps  the  BLM  can  take  now  to  make 

personnel  management  more  efficient  for 

all  employees  within  the  purview  of 

existing  authorities.  The  Washington  Office  can 

establish  new  policies  and  empower  state 

offices,  the  National  Interagency  Fire  Center, 

and  the  Service  Center  to  implement  them, 

thus  simplifying  and  expediting  personnel 

actions  to  allow  more  time  and  attention 

for  managing  resources. 

Five  long-term  issues  are  addressed  in 

the  remainder  of  the  report.  They  focus  on 

recruitment,  mobility  and  tenure,  performance, 

quality  of  life,  and  the  future  workforce 

composition  of  the  BLM. 

Because  of  time  constraints,  not  all 
important  personnel  management  issues  are 
addressed  in  the  report.  Issues  that  were 
considered  but  need  further  analysis  are  em- 
ployee relations,  classification,  awards,  pay, 
benefits,  labor  relations,  safety, 
and  equal  employment  opportunity. 


What  We  Can 
Do  Now 


CLASSIFICATION  UNDER  THE 
GENERAL  SCHEDULE 


Standard  Position  Descriptions  and 
Evaluation  Statements 

Many  positions  in  the  Bureau  are  similar  enough 
to  have  standard,  generic  position  descriptions. 
Although  BLM  has  several  standard  position 
descriptions  in  published  instruction  memoranda 
and  in  the  1400-302  Seasonal  Employment 
section  of  the  BLM  Manual,  they  often  are  not 
seen  by  field-level  supervisors. 

•  The  BMT  agreed  to  the  recommendation  to 
consolidate  and  publish  existing  standard 
descriptions  in  a  BLM  Haruibook  with  the 
classification  approved  on  the  Optional  Form 
8  and  attached  position  evaluation  statement. 
Supervisors  will  be  required  to  use  available 
approved  standard  position  descriptions  and 
keep  them  within  80  percent  accuracy.  Field 
offices  will  be  provided  standard  position 
descriptions  as  word  processing  documents, 
and  the  BLM  will  continue  to  develop  new 
standard  position  descriptions  and  revise  the 
BLM  Handbook  as  necessary. 

Standard  Statements  of  Difference 

Positions  are  written  for  the  full  performance 
level  (FPL)  with  intervening  levels  described  in 
a  "statement  of  difference"  amendment  attached 
to  FPL  position  descriptions.  Supervisors 
generally  have  to  create  these  statements  of 
difference  for  each  position. 

•  The  BMT  agreed  with  the  recommendation  to 
publish  standard  statements  of  difference  as 
part  of  a  new  BLM  Handbook  that  will 
contain  standard  position  descriptions. 
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Accretion  of  Duties 

Supervisors  must  justify  accretion  of  duties  on 
an  often  lengthy,  separate  statement  from  the 
proposed  position  description.  Accretion  of 
duties  can  occur  from  eiUier  changes  in  the 
position  or  the  impact  of  a  person  on  the  job. 
There  is  a  need  to  be  able  to  recognize  positions 
that  might  increase  in  grade  because  of  the 
impact  of  the  person  on  the  job  and  to  make 
accretion  of  duties  actions  easier  by  allowing  the 
use  of  standard  position  descriptions. 

•  The  BMT  agreed  to  the  need  to  educate 
managers  and  supervisors  about  the  differ- 
ences between  accretion  of  duties  and  the 
impact  of  the  person  on  the  job.  Included  in 
the  education  process  should  be  the  ability  to 
recognize:  1)  when  a  standard  position 
description  applies;  2)  when  accretion  of 
duties  may  have  occurred,  including  the  fact 
that  accretion  cannot  occur  as  a  result  of  a 
planned  management  action;  and  3)  how  to 
request  an  audit  to  document  the  impact  of  a 
person  on  the  job. 

Super-Technicians/Scientists 

Rightsizing  has  diminished  the  creation  of 
Senior  Technical  Specialist  (STS)  positions  in 
BLM.  New  technical  challenges  facing  the 
BLM  require  a  cadre  of  Senior  Technicians  in 
areas  of  expertise  like  air  quality,  computer 
science,  and  toxic  material  management. 

•  The  BMT  agreed  to  support  STS  and/or 
scientist  positions  outside  of  rightsizing  at  all 
levels  to  encourage  retention  and  provide 
technical  career  ladders. 

Classification  Flexibility 

Some  classifiers  interpret  classification  stan- 
dards very  narrowly  or  do  not  use  new  standards 
that  either  replace  or  supplement  existing  ones. 

•  The  BMT  agreed  that  adequate  training  in  the 
interpretation  of  classification  staruiards  must 
be  provided  to  classifiers  with  added  guid- 
ance on  displaying  proper  attitudes. 


PROMOTION  AND  INTERNAL 
PLACEMENT  PLAN 


Promotion  Panels 

The  BLM  Manual  requires  rating  panels  for  10  or 
more  applicants  at  each  grade  level.  Delays  occur 
until  panels  are  convened  and  applicants  rated. 

•  The  BMT  modified  the  recommendation  to 
give  line  officers  the  option  of  using  subject 
matter  experts  at  each  state  office  to  rate 
applicants  when  there  were  10  or  more  at 
each  grade  level,  indicating  that  all  qualified 
applicant  files  will  be  provided  to  the  lowest 
line  officer  in  the  unit  filling  a  position.  If  that 
individual  decides  that  a  panel  must  be 
convened,  he/she  will  contact  the  Servicing 
Personnel  Offiice  (SPO)for  guidance.  All 
individuals  will  be  interviewed  unless  a  list  is 
paneled,  resulting  in  unlisted  individuals 
being  disqualified  from  consideration. 

Standard  Knowledge,  Skills,  and  Ability 
(KSA)  Statements  and  Crediting  Plans 

Supervisors  must  develop  KS  As  for  each 
position  they  announce,  using  forms  1400-98 
and  1400-99.  Many  times  the  supervisor  will 
request  KSAs  from  the  SPO  or  use  what  is 
available. 

•  The  BMT  agreed  that,  in  conjunction  with 
standard  position  descriptions,  standard 
KSAs  and  crediting  plans  be  developed.  Both 
will  be  provided  to  SPOs  as  word  processing 
documents. 

Spousal  Placement 

Current  spousal  placement  policy  is  vague  and 
does  not  always  provide  assistance  to  employees. 

•  The  BMT  agreed  to  develop  policy  that 
assigns  placement  assistance  responsibility  to 
the  receiving  line  officer. 

Vacancy  Announcement  Closing  Dates 

The  BLM  Manual  allows  a  5 -day  extension 
beyond  the  closing  date  on  a  case-by-case  basis 
if  the  applicant  contacts  the  SPO  before  the 
closing  date.  Some  states  have  "automatic"  5- 
day  extensions;  others  require  the  applicant  to 
call  and  request  the  extension. 
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•  The  BMT  agreed  to  revise  the  BLM  Manual  to 
require  all  applications  to  be  received  by  the 
SPO  no  later  than  close-of-business  on  the 
announcement's  closing  date  and  to  extend  the 
length  of  announcement  periods  to  provide  the 
extra  time  previously  available  through  an 
extension. 

Vacancy  Announcements 

Vacancy  announcements  are  not  consistently 
distributed  to  all  BLM  offices. 

•  The  BMT  recognized  that  the  Automated 
Vacancy  Announcement  Distribution  System 
(AVADS),  automating  the  Department 
vacancy  announcement  system,  was  sched- 
uled to  be  on  line  in  December  1992  or 
January  1993  for  BLM.  All  merit  promotion 
announcements  will  be  on  this  system  and 
accessible  at  all  WO  and  field  locations. 

Interviews 

The  BLM  Manual  requires  interviews  with  all 
applicants  referred  on  a  merit  promotion  roster. 
Other  Interior  agencies  do  not  have  this  practice. 

•  Although  the  work  group  recommended  that 
the  BLM  Manual  be  revised  to  eliminate  this 
provision,  the  BMT  rejected  the  recommenda- 
tion citing  the  importance  for  managers  to 
give  each  applicant  full  consideration. 

Merit  Promotion  for  GS/GM-13s  and  Above 

Applicants'  files  recommended  for  promotion 
are  routinely  reviewed  by  members  of  the 
Assistant  Secretary's  Office. 

•  The  BMT  agreed  that  this  practice  should  be 
discontinued. 

Career  Tracks/Ladders 

Career  tracks/ladders,  e.g.,  5/7/9/11,  are  not 
consistently  being  used,  nor  are  they  fuUy 
understood  by  BLM  managers. 

•  The  BMT  agreed  that  availability  of  career 
tracks/ ladders  must  be  clarified  and  options 
identified  throughout  BLM.  Senior  Technical 
Specialist  (professional  and  technician) 
positions  must  be  further  developed  and 
explained  so  the  options  are  well  understood, 


made  available,  and  incorporated  into  the 
process  at  all  line  office  levels.  Managers 
and  supervisors  must  create  ladders  or 
bridges  for  internal  placements. 


PERFORMANCE  MANAGEMENT 
SYSTEM 


Standard  Performance  Plans 

Under  the  current  Performance  Improvement 
Position  Review  (PIPR)  system,  supervisors 
struggle  with  writing  performance  elements  and 
standards. 

•  The  BMT  agreed  that  when  staruiard position 
descriptions  are  developed,  performance 
elements  and  standards  can  be  written  for 
each  PIPR  and  provided  to  all  field  offices  as  . 
word  processing  documents.  The  use  of 
standardized  performance  elements  and 
standards  by  managers  and  supervisors  will 
be  optional. 

National  Performance  Standards  for 
Personnel  Specialists 

Simple  position  classification  actions  sometimes 
require  6-8  months'  processing  time,  and 
publishing  vacancy  announcements  can  con- 
sume another  6  months.  Consequently,  it  can 
take  more  than  a  year  to  fill  a  vacancy. 

•  The  work  group  recommended  that  the  BMT 
establish  national  performance  standards  for 
personnel  specialists  to  expedite  the  process, 
such  as  five  days  to  start  any  action.  5  days 
for  classification,  5  days  to  announce  a 
vacancy,  5  days  to  issue  a  roster,  etc.  The 
BMT  agreed  in  concept,  but  prefers  that  local 
standards  be  established  in  lieu  of  national 
standards. 


PROCESSING  PERSONNEL  ACTIONS 


Use  of  Standard  Form-52  (SF-S2), 
Notification  of  Personnel  Action 

The  SF-52  process  generally  begins  with  the 
supervisor  or  line  officer.  In  the  field,  an  Area 
Office  initiates  the  SF-52  and  all  supplementary 
forms  by  sending  ii  to  the  District  Office,  which 
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in  turn  sends  the  packet  to  the  SPO.  The  SF-52 
is  controlled  and  checked  for  proper  authoriza- 
tion and  accuracy  along  the  way.  This  requires 
personnel  at  each  level  to  be  trained  in  complet- 
ing the  SF-52  and  preparing  proper  personnel 
actions. 

•   The  BMT  agreed  to  eliminate  use  of  the  SF- 
52  except  at  the  SPO  level  and  to  use  it  as  an 
internal  personnel  office  working  document 
only.  The  SF-52  module  of  the  Federal  Pay 
Personnel  System  (FPPS),  which  will  auto- 
mate the  SF-52,  is  scheduled  for  June  1993. 
This  module  will  be  kept  for  internal  SPO  use 
only.  Additional  forms  or  processes  to 
replace  the  SF-52  will  not  be  necessary. 
Managers  or  supervisors  can  either  tele- 
phone, fax,  or  E-mail  the  basic  information 
to  the  SPO  to  begin  an  action  with  signature 
documents  to  follow. 


EMPLOYMENT 


Full  Performance  Level  (FPL)  of  Positions  in 
Grades  5/7/9/11 

Some  supervisors  and  persormel  specialists  are 
under  the  impression  that  positions  cannot  be 
filled  at  lower  than  2-grade  intervals  below  the 
FPL  of  the  position. 

•  The  BMT  agreed  to  provide  training  for 
supervisors  and  encourage  the  filling  of 
positions  at  the  lowest  possible,  feasible 
levels. 

Drug  Testing 

The  current  Departmental  drug  testing  system  is 
slow  and  unpredictable. 

•  The  BMT  agreed  that  when  instituted,  the 
Departmental  automated  drug  testing  pro- 
gram will  provide  SPOs  direct  access  to  its 
data  base,  allowing  field  offices  to  submit 
names  for  drug  testing  directly  to  the  Depart- 
ment and  the  SPOs  to  access  the  system  for 
the  results. 


Use  Existing  Authorities  for  Best 
Management 

The  SPOs  and  managers  use  only  those  hiring 
authorities  with  which  they  are  familiar  and 
comfortable. 

•  The  BMT  agreed  on  the  need  to  educate 
managers  and  personnel  specialists  on  all 
hiring  authorities,  including  rwntraditional 
authorities,  the  outstanding  scholar  program, 
cooperative  education,  upward  mobility,  and 
those  portrayed  in  the  Department  handbook. 
Managers*  Quick  Guide  to  Filling 
Vacancies. 

Selection  Authority 

States  currently  have  authority  to  recruit  for 
positions  through  the  GS/GM-15  level.  Posi- 
tions at  GS-13  and  above  must  be  approved  for 
recruitment  by  the  Washington  Office  Personnel 
Management  Committee  (PMC)  and  the  selec- 
tion approved  before  a  job  offer  is  made. 

•  The  work  group  recommended  that  the  BMT 
abolish  the  Washington  Office  PMC  and 
delegate  selection  authority  for  GS/GM-15  to 
States/Centers.  The  BMT  rejected  the  recom- 
mendation because  it  was  superseded  by  a 
prior  BMT  decision  to  revise  the  role  of  the 
Washington  Office  PMC. 

Delegation  of  Authority  (Empowerment) 

Staffs  are  not  empowered  to  conduct  business 
efficiently. 

•  The  BMT  agreed  to  delegate  authority  to  the 
lowest  level  where  efficiencies  occur,  resulting 
in  fewer  presignature  reviews,  and  to  rely  on 
more  spot  checks.  Theyfiirther  agreed  to 
empower  stcff  (nonsupervisorylnonline)  to 
approve  resource  and  administrative  decisions 
and  to  revise  BLM  Manual  1203  accordingly. 

Federal  Equal  Opportunity  Recruitment 
Program  (FEORP)/Affirmative  Action 

The  FEORP  and  Affirmative  Action  programs 
are  often  viewed  by  managers  as  negative 
programs  and  the  sole  responsibility  of  SPOs 
and  EEO  offices. 
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•  The  BMT  agreed  to  provide  training  for 
managers  about  their  responsibilities  for 
these  programs,  to  encourage  participation, 
and  to  improve  accountability. 

Summer  Hires/Stay-in-School/Cooperative 
Education 

Managers,  supervisors,  and  personnel  specialists 
are  not  always  aware  of  the  flexibility  of  these 
programs.  Some  SPOs  are  interpreting  the 
requirements  for  these  appointments  too  rigidly 
or  are  not  aware  of  recent  changes  that  make  the 
authorities  more  flexible.  Prospective  co-ops 
must  now  contact  each  State  Office  to  determine 
if  any  positions  are  available. 

•  The  BMT  agreed  to  increase  the  use  of 
available  authorities  to  further  ELM' s 
mission,  and  to  provide  training  for  personnel 
specialists,  managers,  and  supervisors  about 
the  flexibility  of  these  appointing  authorities. 
They  recognized  a  need  for  centralized  access 
to  information  about  Bureauwide  co-op 
vacancies  and  the  need  to  apply  veteran's 
preference  for  co-ops  in  a  consistent  manner. 

Recruitment  Bulletin  Board 

Recruiters  are  unable  to  determine  the  array  of 
available  positions. 

•  The  BMT  agreed  to  establish  an  electronic 
recruitment  bulletin  board. 

Funding  Designated  Recruitment  Efforts 

Funding  is  not  being  consistently  allocated  for 
recruitment 

•  The  BMT  agreed  to  allocate  funding  for 
designated  recruitment  efforts. 

Regional  Civilian  Labor  Force  Statistics 

The  BLM's  individual  States'  Affirmative 
Employment  Program  goals  and  subsequent 
recruitment  efforts  are  based  on  national  Civil- 
ian Labor  Force  (CLF)  statistics.  However,  the 
national  CLF  statistics  do  not  usually  reflect  the 
individual  State's  population  or  woilc  force. 

•  The  BMT  agreed  to  identify  Regional  Civilian 
Labor  Force  statistics  that  more  accurately 


reflect  the  population  and  available  pool 
from  which  to  recruit. 


POSITION  MANAGEMENT 


Generalists  vs.  Specialists 

The  ELM  is  hiring  traditional  resource  profes- 
sionals such  as  range  conservationists,  foresters, 
and  wildlife  biologists.  With  new  approaches 
including  ecosystem  management  and 
biodiversity,  the  nature  of  the  woric  is  changing. 

•  The  BMT  agreed  to  a  need  for  more  profes- 
sionals in  various  emerging  interdisciplinary 
occupations  such  as  ecologists  and  natural 
resource  specialists,  but  clarified  that  these 
interdisciplinary  occupations  would  be 
added  to  those  units  in  which  the  BLM  can 
enhance  ecosystem  management. 

Expand  Ratios  of  Technician-to-Professional 
in  Field  Work  Force 

At  the  field  level,  most  positions  are  filled  by 
resource  professionals,  not  necessarily  address- 
ing some  of  the  work  needs. 

•  The  BMT  agreed  to  hire  more  technicians  and 
administrative  support  to  replace  some 
professional  positions  at  field  locations. 

Career  Tracks/Ladders 

Positions  are  filled  on  an  as-needed  basis  with 
little  thought  being  given  to  where  an  employee 
may  progress. 

•  The  BMT  agreed  to  design  and  define 
Bureauwide  career  tracks/ ladders,  such  as  a 
5/7/9/11  progression,  for  employees  in  all 
occupations  and  at  all  levels. 


TRAINING 


Timing  with  Preliminary  Annual  Work  Plan 
(PAWP) 

The  Phoenix  Training  Center  (PTC)  requests 
nominations  for  training  needs  for  the  fiscal  year 
before  the  PAWP  is  published.  Managers  are 
unsure  of  their  budgets  when  PTC  makes  its 
request. 
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•  The  BMT  agreed  to  review  the  nomination 
process  with  the  intent  to  provide  a  mecha- 
nism for  input  on  training  needs  before  the 
annual  work  plan  is  developed. 

PTC  vs.  Outside  Provider 

The  PTC  provides  specific  training  sessions  for 
BLM  occupations  and  woric  processes. 

•  The  BMT  agreed  to  investigate  contracting 
some  courses  to  outside  providers. 

Centralized  (PTC)  vs.  Local  Training 

Traditionally,  because  of  the  scheduling,  fund- 
ing, and  lead  time  required,  many  courses  are 
taught  at  the  PTC.  The  latest  technologies  in 
teaching,  including  television,  teleconferencing, 
videos,  etc.,  should  be  used  to  reduce  the  need 
for  employee  travel  for  training. 

•  The  BMT  agreed  that,  where  a  large  number 
of  attendees  are  in  the  same  area,  it  is  more 
efficient  to  teach  a  course  at  afield  location 
rather  than  at  the  PTC.  This  would  provide 
an  opportunity  for  students  who  were  not 
scheduled  for  a  course  due  to  budget  con- 
straints to  take  the  course  locally.  In  addi- 
tion, the  BMT  encouraged  maximizing  the  use 
of  the  latest  teaching  technologies  to  reduce 
the  need  for  employee  travel  for  training. 

Individual  Development  Plans  (IDPs) 

The  use  of  IDPs  is  optional  and  not  consistently 
used  throughout  BLM. 

•  The  BMT  agreed  with  consistent  use  of  the 
IDPs  as  part  of  the  performance  rating 
process  to  assist  employees  with  career  and 
personal  goals,  but  use  of  the  I  DP  should 
only  be  mandatory  for  GS-9s  and  below,  new 
employees  of  less  than  five  years,  and  new 
supervisors.  They  further  agreed  with  the 
recommendation  that  the  training  process  be 
automated,  including  IDPs;  that  training 
requirements  be  placed  in  a  common  data- 
base and  provide  a  compilation  of  the  BLM's 
training  needs;  and  that  an  automated 
training  management  system  could  start  with 
a  skills  assessment  on  the  IDPs  through 
completed  training.  The  BMT  cautioned  that 
a  clear  distinction  must  be  made  between  an 


IDP  and  a  training  plan,  as  there  is  much 
more  to  an  IDP  than  just  training. 

Increase  Training  Priority 

Funding  for  training  and  travel  is  often  shifted  to 
reduce  pressures  on  other  operational  needs. 

•  The  BMT  agreed  to  target  specific  dollars  for 
training  in  the  annual  work  plan. 

Guarantee  Training  Budget  for  Each 
Individual 

Training  is  provided  on  an  "as  needed"  basis  and 
is  perceived  by  employees  as  arbitrary  or  as  a 
reward. 

•  The  work  group  recommended  that  the  BLM 
create  an  equitable  training  budget  for 
individual  employees  to  guarantee  training. 
While  the  BMT  agreed  with  the  principle  of 
equitable  treatment  of  employees  in  training 
availability,  this  recommendation  was 
rejected.  The  BMT  believes  that  the  training 
must  be  related  to  the  capability  to  achieve 
the  BLM  mission  rather  than  a  specific 
designation  of  an  amount  for  an  iruUvidual 
employee. 

Establish  Mechanism  to  Teach  Basic 
Personnel  Processes  to  Supervisors 

New  supervisors  are  required  to  have  80  hours 
of  training  when  they  are  selected,  and  an  8-hour 
refresher  course  each  year  thereafter.  Supervi- 
sory training  generally  focuses  on  theories  of 
supervision. 

•  The  BMT  agreed  to  provide  training  and 
refresher  courses  in  each  unit  to  discuss 
general  procedures  of  the  personnel  process 
and  pertinent  topics  of  supervision  (e.g., 
writing  position  descriptions,  how  to  fill 
positions,  etc.). 

National  Workshop  for  Changes  in  Personnel 
Management  Processes 

The  actions  recommended  in  this  document, 
when  adopted  and  communicated  throughout  the 
BLM,  will  create  rapid  change  in  personnel 
woric. 


28 


A  Report  by  the  Bureau  of  Land  Management 


PERSONNEL 


•  The  BMT  agreed  to  the  need  for  a  national 
workshop  for  personnel  specialists  and 
managers  to  promote  these  changes  and 
create  a  partnership  between  managers  and 
personnel  specialists. 

Training  Managers  in  Group  Dynamics, 
Problem  Solving,  and  Meeting  Management 

Meetings  are  often  stalled  and  decisions  delayed 
because  a  consensus  cannot  be  reached.  This 
occurs  at  all  levels  of  the  organization. 

•  The  BMT  agreed  to  require  group  problem- 
solving  training  for  all  managers  as  well  as 
periodic  refresher  training. 

Leadership 

Organizational  survival  in  the  90s  requires 
strong  leadership.  Leadership  and  management 
are  not  necessarily  synonymous. 

•  The  BMT  agreed  to  incorporate  formal  and 
informal  (e.g.,  work  groups)  leadership 
training  similar  to  the  programs  of  corporate 
America. 

Training  Prior  to  Job  Performance 

Many  new  employees  need  training  to  perform 
their  jobs  immediately  after  being  hired. 

•  The  BMT  agreed  that  the  BLM  must  accept 
responsibility  to  train  (e.g.,  corporate  culture, 
improving  skills,  specific  technologies,  etc.) 
individuals  prior  to  requiring  them  to  perform 
their  new  jobs. 

Sabbatical  Program 

A  sabbatical  program  is  not  available  to 
employees. 

•  The  BMT  agreed  that  such  a  program  should 
be  considered  by  BLM  to  further  an 
individual's  education  andJor  research 
opportunities  and  that  the  program  would 
ultimately  serve  the  employee  and  BLM. 


INCENTIVE  AWARDS 


The  incentive  awards  process  must  be  simpli- 
fied. Current  award  systems  discourage  supervi- 


sors from  recognizing  employees  by  being  time 
consuming,  difficult,  and  cumbersome. 

Special  Act  Awards 

The  current  system  requires  supervisors  to 
prepare  justifications  for  special  act  awards  and 
for  their  amounts. 

•  The  BMT  agreed  to  revise  BLM  Manual  to 
minimize  justification,  requiring  only  one 
paragraph  to  outline  what  is  needed  for  the 
letter  of  commendation  or  award  certification. 
Although  the  work  group  recommended  that  the 
supervisor  be  allowed  the  flexibility  to  select  the 
award  amount  using  Departmental  guidelines, 
the  BMT  stated  there  is  adequate  flexibility 
provided  in  current  guidelines. 

Sustained  Superior  Performance  Awards  and 
Quality  Step  Increases 

The  current  system  requires  supervisors  to 
prepare  justifications  for  sustained  superior 
performance  awards  above  (or  below)  the 
minimum  level  (1-3  percent  for  level  4, 
3  -  5  percent  for  level  5). 

•  The  work  group  recommended  that  BIJ4 
revise  the  Manual  and  process  to  allow  a 
supervisor  to  select  any  amount  within  the 
Departmental  range  with  only  a  completed 
performance  rating  serving  as  the  justifica- 
tion. This  recommendation  was  rejected  by 
the  BMT. 

Other  Awards 

On-the-spot  cash  awards,  nonmonetary  awards, 
other  awards,  and  delegation  of  awards  authority 
are  not  being  used  consistently  throughout  BLM. 

•  The  BMT  agreed  to  delegate  maximum 
authority  to  lowest  levels  and  maximize  use  of 
other  awards. 

Awards  Committees 

Currently,  awards  committees  are  an  additional 
step  in  the  process  and  second  guess  the  supervi- 
sor. Awards  committees  are  a  barrier  to  the 
benefits  of  incentive  awards. 

•  The  BMT  agreed  to  revise  the  BLM  Manual  to 
make  awards  committees  optional.  Personnel 
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offices  will  provide  cursory  technical  review 
of  awards. 

How  the  Award  is  Presented 

The  BLM  Manual  states  awards  should  be 
presented  at  an  appropriate  ceremony  and 
publicized  in  an  appropriate  manner. 

•  The  BMT  agreed  that  supervisors  should  take 
into  consideration  the  feelings  of  employees, 
cultural  differences,  peer  recognition,  etc., 
before  presenting  the  award. 

Fund  Allocation 

Currently,  funds  for  awards  are  from  the  benefit- 
ing subactivity  and  influence  amounts  of  awards. 

•  The  BMT  agreed  that  awards  should  be 
budgeted  for  throughout  the  year. 


APPEALS  AND  GRIEVANCES 


Labor  Relations 

There  are  no  recognized  experts  in  labor  rela- 
tions within  BLM  who  can  dedicate  their  full 
time  to  this  activity;  nor  is  there  program 
coordination. 

•    The  BMT  agreed  to  establish  a  Bureauwide 
labor  relations  expert. 


EMPLOYEE  DEVELOPMENT 


Upward  Mobility 

A  formal  upward  mobility  program  is  not  being 
used  by  the  BLM,  while  informal  use  of  the 
program  is  haphazard. 

•    The  BMT  agreed  to  develop  a  formal  upward 
mobility  program  to  be  used  throughout  BLM. 
Using  sound  principles  of  position  manage- 
ment, managers  would  set  aside  at  least  one 
or  two  technical  or  professional  positions  that 
could  be  targeted  for  use  in  a  formalized 
program.  The  BMT  further  agreed  on  a  need 
to  inform  and  advise  supervisors  and  manag- 
ers about  the  use  of  Upward  Mobility  as  a 
recruitment  and  retention  tool. 


Retention  Opportunity 

Supervisors'  responsibilities  for  employee 
development  are  not  being  consistently 
practiced. 

•  The  BMT  agreed  to  reinforce  supervisors' 
responsibilities  for  employee  development  so 
employee  development  can  be  presented  to 
the  employee  as  a  genuine  BLM  manager/ 
supervisor  pursuit. 

Career  Counseling 

Supervisors  are  generally  lacking  in  career 
counseling  knowledge  and  skills. 

•  The  BMT  agreed  that  future  supervisory 
training  will  include  a  component  on  career 
counseling;  subjects  included  will  be  career 
plarming,  mobility  and  tenure  policy,  em- 
ployee relocation  considerations,  selection 
and  use  of  sponsors,  and  mentoring  needs. 


PAY  UNDER  THE  GENERAL  SCHEDULE 


Federal  Employees  Pay  Comparability  Act 
(FEPCA) 

The  FEPCA  is  not  being  used  in  the  field. 

•  The  BMT  agreed  to  establish  a  policy  to  use 
authorities  from  FEPCA  such  as  relocation 
bonuses  and  pay  for  interviews. 


HOURS  OF  DUTY 


Flexible  Work  Place  and  Hours 

Some  managers  have  not  considered  the  flexi- 
time/place policies  in  the  operation  of  their 
organization. 

•    The  work  group  recommended  that  BLM 
establish  a  bureauwide  policy  allowing 
maximum  flexibility  with  alternate  work 
schedules  with  legitimate  consideration  of 
flexible  workplace  options  for  all  offices. 
The  BMT  agreed  to  a  modified  recommenda- 
tion that  would  assure  that  management  team 
members  are  following  existing  policy  and 
are  providing  guidance  that  permits  employ- 
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ees  to  be  given  legitimate  consideration  for 
alternative  work  schedules,  all  the  while, 
remaining  cognizant  of  the  requirements  to 
operate  the  work  unit. 


ABSENCE  AND  LEAVE  SHARING 


Leave  Sharing 

Leave  sharing  rules  are  being  applied  inconsis- 
tently throughout  BLM. 

•  The  BMT  agreed  to  prepare  BLM  Manual 
guidance  on  leave  sharing,  which  would 
delegate  approval  authority  the  same  as  with 
sick  leave  (i.e.,  supervisor  approves),  with  the 
SPOs  performing  only  technical  review  and 
processing. 

Time  and  Attendance 

Time  sheets  are  posted  by  hand,  signed  by  the 
supervisor,  and  entered  into  the  Remote  Entry 
Time  and  Attendance  Reporting  System 
(RETARS).  Supervisors  verify  leave  taken  and 
overtime  worked  before  and  after  the  fact.  Some 
States  are  using  crew  reports. 

•  The  work  group  recommended  that  time  sheets 
be  automated  where  employees  electronically 
keep  track  of  their  time  and  supervisors  verify 
by  post  audit.  Supervisors'  signatures  and 
verification  could  be  made  after  the  time  sheets 
are  submitted.  Automated  time  reporting  would 
avoid  redundancy.  Refer  to  the  related  BMT 
decision  included  in  the  Local  Business 
Practices  section. 


FEDERAL  EMPLOYEES  HEALTH  AND 
COUNSELING  PROGRAMS 


Employee  Assistance  Program  (EAP) 

Employee  Assistance  Programs  vary  from  state- 
to-state  and  location-to-location.  Some  provide 
short-term  counseling  services  and  others  only 
referral  services.  The  EAPs  in  larger  cities  and 
towns  may  have  better  coverage  than  rural  areas. 

•    The  work  group  recommended  the  BMT 
establish  bureauwide  policies  on  coverage  of 
EAPs  to  include  maximum  coverage  to  all 


employees  and  family  members  including 
nontraditional  family  members  (i.e.,  signifi- 
cant others,  spouses'  children  from  previous 
marriages  living  with  other  parents,  family 
members  outside  the  household)  and  to 
provide  cost-efficient,  short-term  local 
counseling  services  to  all  employees.  The 
BMT  agreed  to  review  bureauwide  policies 
on  coverage  of  EAPs. 

Health  and  Wellness  Programs 

Health  and  Wellness  programs  vary  in  application 
from  state-to-state.  Utah  has  a  federally  employed 
health  promotion  specialist  to  nm  its  program; 
other  states  have  contracted  with  Headth  and 
Human  Services  (HHS)  to  run  their  programs;  and 
other  states  have  no  formal  program. 

•  The  BMT  agreed  to  review  Health  and 
Wellness  programs  throughout  the  BLM  for 
all  areas. 

Safety 

The  grass-roots  approach  to  personnel  safety  in 
BLM  needs  greater  attention.  Safety  issues 
generally  focus  after-the-fact  and  on  Occupa- 
tional Safety  and  Health  Act  issues. 

•  The  BMT  agreed  to  develop  mandatory 
aggressive  safety  programs  within  all  levels 
of  BLM  to  include  all  employees.  Examples 
could  include  daily  tail-gate  sessions  for 
field  crews;  training  for  employees  about 
office  hazards  (closing  file  drawers,  proper 
loading  of  cabinets,  etc.);  monetary  incen- 
tives for  superior  safety  records  and  activi- 
ties; and  baseline  and  annual  medical 
examinations  for  employees. 
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Long-term 
Issues 


REGRUITMENT 


Competition  for  skilled  specialists  and  managers 
representing  a  diversity  of  backgrounds  will 
intensify  in  both  the  public  and  private  sectors  in 
the  future.  The  BLM  must  be  creative  and 
aggressive  in  its  recruitment  practices  to  ensure 
that  people  are  hired  with  the  talent,  vision,  and 
commitment  needed  to  carry  the  agency  into  the 
next  century.  Although  recruitment  by  BLM  has 
improved  somewhat  in  the  last  few  years, 
generally  only  traditional  approaches  are  being 
used.  The  vast  majority  of  BLM  hiring  still 
comes  through  issuing  vacancy  announcements 
and  Office  of  Personnel  Management  (0PM) 
registers. 

Special  0PM  Authorities 

The  0PM  has  a  number  of  authorities  that  are 
available  upon  request,  but  can  only  be  used  in 
limited  ways.  Under  the  Test  Bureau  designa- 
tion, direct  hiring  at  job  fairs  or  within  newly 
created  enterprise  zones  can  be  authorized. 

•  The  BMT  agreed  with  the  recommendation  to 
pursue  0PM  designation  of  BLM  as  a  Test 
Bureau,  to  make  hiring  qualified  candidates 
immeasurably  easier  in  many  cases. 

Careers  Program 

A  Careers  Program  would  supplement  existing 
procedures.  BLM  could  develop  and  maintain  a 
skills  data  base  targeting  certain  positions  and 
grades;  individuals  could  either  be  encouraged 
to  sign  up  for  the  program  or  it  could  be  consis- 
tently implemented. 

•  The  BMT  approved  the  recommendation. 

Drug  Testing 

The  process  for  drug  testing  can  be  a  bottleneck 
for  hiring.  Currently,  testing  is  lengthy  with 
httle  flexibility.  All  potential  hires  for  desig- 
nated positions  must  be  tested.  An  alternative  is 


that  only  30  percent  of  all  targeted  positions  be 
randomly  tested,  and  done  so  in  a  reasonable 
length  of  time.  Automation  advances,  discussed 
in  the  "What  We  Can  Do  Now"  section  of  this 
report,  may  alleviate  the  length-of-time  problem. 

•  The  BMT  rejected  the  recommendation  to 
randomly  test  potential  hires  because  of 
Departmental  requirements  for  drug  testing. 

Office  Location 

Offices  must  be  located  in  quality  locations  that 
appeal  to  employees  and  their  families. 

•  The  BMT  rejected  the  recommendation  to 
place  offices  in  quality  locations  because 
office  locations  must  be  based  on  mission 
criteria,  including  the  best  locations  to  serve 
BLM  customers. 

Application  Process 

The  application  process  needs  clarification  and 
simplification  for  the  benefit  of  internal  as  well 
as  external  applicants. 

•  To  this  end,  the  BMT  agreed  that  training  and 
career  guidance  should  be  provided  to 
applicants  to  meet  their  best  interests  and 
those  of  BLM.  Written  guidance  is  needed  to 
clarify  procedures  regarding  the  application 
process  as  it  relates  to  the  use  of  facsimile 
machines  to  submit  applications,  computer- 
ized SF-17  Is,  the  appropriate  use  of  govern- 
ment equipment  (computers,  copiers,  type- 
writers, etc.)  in  the  application  process,  and 
providing  access  to  standardized  SF-17 1 
software  to  BLM  employees  and  the  public. 


MOBILITY  AND  TENURE 


BLM's  current  mobility  and  tenure  policy  needs 
to  be  updated  because  of  changes  in  the  Wash- 
ington Office  organization  occurring  in  1991-92 
and  the  sometimes  inconsistent  manner  in  which 
the  policy  has  been  applied  in  the  past. 

Three- Year  Limitation 

Under  the  current  policy,  BLM  expects  that 
employees  will  remain  in  position  for  a  mini- 
mum of  3  years.  Further,  before  a  selection  is 
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made,  fiiU  consideration  must  be  given  to  the 
time  a  BLM  applicant  has  served  in  his/her 
present  position.  This  rule  has  not  been  consis- 
tently applied,  exceptions  have  been  granted,  or 
the  policy  has  been  ignored.  Because  of  eco- 
nomic conditions  and  the  changing  nature  of  the 
work  force,  the  3-year  expectation  may  no 
longer  fulfill  all  of  its  original  objectives. 

•  The  work  group  recommended  that  the 
mobility  and  tenure  policy  be  revised  to 
eliminate  the  3-year  limitation  of  retaining 
employees  in  a  position,  indicating  their 
impression  that  the  3-year  tenure  is  improper 
implementation  of  present  merit  system 
principles  in  the  regulations  of  selection  and 
advancement  as  set  out  by  the  0PM. 

•  The  BMT  did  not  feel  it  was  necessary  to 
change  a  policy  that  allows  for  exceptions 
based  on  hardship  situations  or  to  allow  for 
promotion.  However,  the  BMT  did  not  intend 
that  the  policy  allow  for  exceptions  for  lateral 
reassignments  and  asserted  that  the  language 
of  policy  should  be  reviewed  to  assure  that  it 
is  clear  on  these  points. 

•  The  BMT  agreed  with  the  group' s  recommen- 
dation to  use  the  Federal  Employee  Pay 
Comparability  Act  (FEPCA)  to  lessen  the 
pressure  of  mobility  stating  that  when  these 
authorities  are  delegated  to  State  Offices, 
they  should  be  used  in  conjunction  with  this 
section  of  the  mobility  policy. 

Washington  Office  Experience 

BLM  policy  requires  employees  to  have  Wash- 
ington Office  experience  prior  to  their  appoint- 
ment as  State  Director,  Associate  State  Direc- 
tor, State  Office  Division  Chief,  or  District 
Manager,  although  exceptions  approved  by  the 
Director  are  allowed.  The  policy  further  states 
that  employees  without  Washington  Office 
experience  who  are  selected  forGS/GM-13 
positions  in  the  field  must  apply  for  lateral  or 
promotional  opportunities  in  Washington,  DC. 
after  3  years;  and  GS/GM-13  employees  in  field 
positions  are  subject  to  reassignment  to  the 
Washington  Office  after  3  years.  Inconsistent 
use  of  the  policy  has  spawned  mistrust  and 
animosity  toward  a  policy  that  was  originated 
with  good  intention  for  management  and 
employees. 


•  The  BMT  agreed  with  the  recommendation 
that  employees  be  encouraged  and  informed 
about  obtaining  Washington  Office  experi- 
ence and  that  this  be  done  according  to  the 
employee's  career  aspirations,  personal  and 
professional  experiences,  and  goals  for 
career  advancement.  They  further  concurred 
that  employees  be  provided  developmental 
Washington  Office  experience  through  details 
or  long-term  projects  to  assist  in  their  efforts 
to  move  into  BLM  management  positions. 

Spousal  Placement  Assistance 

This  policy  addresses  the  assistance  provided  to 
the  employee's  spouse  when  the  employee 
transfers  within  or  to  BLM.  The  assistance  is 
only  offered  at  the  employee's  request  with  no 
guarantees  or  assurances  that  spousal  placement 
will  be  made.  Consistency  in  spousal  placement 
needs  to  be  improved  since  inconsistencies  in 
the  past  have  caused  undue  pressure  on  families 
who  have  opted  to  move.  Because  the  poUcy,  as 
written,  is  vague  and  unclear  about  the  definition 
of  "assistance,"  it  causes  an  unclear  understand- 
ing of  how  it  should  be  applied. 

•  The  BMT  agreed  with  the  recommendation  to 
change  "Spousal  Placement  Assistance"  to 
"Family  Employment  Assistance"  to  reflect 
the  changing  nature  of  contemporary  fami- 
lies; to  revise  the  present  policy  to  assign 
responsibility  for  employment  assistance  to 
the  receiving  line  officer;  and  to  provide 
counseling  to  dual  career  couples. 


PERFORMANCE 


The  intent  of  performance  evaluation  is  to  help 
with  mission  focus,  to  correct  deficiencies,  and 
to  reward  excellent  performance  while  motivat- 
ing employees.  However,  the  current  perfor- 
mance evaluation  system,  created  in  the  1970s 
under  the  concept  of  Management  by  Objec- 
tives, is  perceived  as  missing  these  objectives. 
Greater  objectivity,  consistency,  and  simplicity 
are  needed  to  make  the  rating  process  more 
valuable  to  the  employee  and  the  BLM. 

The  following  recommendations  are  concepts 
that  require  additional  work  on  process,  regula- 
tion, cost-benefit  analysis,  conformity,  and 
flexibility  to  adapt. 
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Short-Term  Changes 

The  BMT  agreed  with  the  following  concepts: 

•  Using  group  PIPRs  where  appropriate. 

•  Lessening  the  work  of  writing  elements/ 
standards  by  standardizing  where  possible. 
Simplifying  lengthy  review  narratives.  For 
some  elements,  particularly  standardized 
ones,  substituting  check-off  blocks  or  partial 
sentences  for  written  documentation.  Elimi- 
ruition  of  narrative  where  the  standard  has 
been  successfully  met.  Reviewing  the  possible 
use  of  checklist  PIPRs  which  could  reduce 
supervisory  paperwork  and  increase  time  and 
incentive  for  communication. 

•  Using  three  rating  levels  with  appropriate 
definitions  to  reduce  anxiety,  subjectivity,  and 
unhealthy  competition  for  high  ratings. 
Examples  of  ratings  could  be  "exceptional," 
"effective,"  and  "unacceptable."  No  numeri- 
cal or  alphabetical  ratings  would  be  attached 
to  these  levels. 

Long  Term  Changes  Requiring  New 
Authorities 

The  BMT  agreed  with  the  following  concepts: 

•  Developing  the  option  of  awards  and  recogni- 
tion independent  of  PIPRs. 

•  Conducting  a  review  of  a  new  rating  system 
considering  the  need  to  include  no  rating 
levels  with  an  optional  separate  awards 
system  or  two  rating  levels  (effective,  unac- 
ceptable) with  an  optional  separate  award 
system; 

•  Communication  throughout  the  year  needs  to 
take  place.  To  facilitate  communication  and 
remove  the  anxiety  of  ratings  at  a  final  review, 
consider  the  possibility  of  supervisors  determin- 
ing and  releasing  ratings  without  second-level 
approval,  thus  placing  responsibility  and 
authority  at  the  lowest  possible  level. 


QUALITY  OF  LIFE 


The  ELM  has  implemented  a  number  of  programs 
including  the  Employee  Assistance  Program,  the 
Health  and  Wellness  Program,  and  Maxiflex,  that 
have  improved  the  quality  of  life  for  individuals 
in  the  organization.  However,  more  support  is 
needed  in  assisting  employees  to  balance  the 
demands  of  work  with  the  needs  of  the  family. 
Continuous  improvement  of  employees'  quality 
of  life  will  assure  that  the  agency  will  continue 
to  attract  the  very  best  people  available  to  fulfill 
our  important  mandate  for  quality  management 
of  the  nation's  natural  resources. 

Job  Sharing  and  Flexiplace  Opportunities 

The  woric  group  recommended  an  increase  in 
availability  of  job  sharing  and  flexiplace  oppor- 
tunities. 

•  The  BMT  agreed  to  increase  the  availability 
of  job  sharing  referring  to  their  previous 
decision  in  the  affirmative  on  the  concept  of 
flexiplace  opportunities. 

Maternity  and  Paternity  Leave 

•  The  work  group  recommended  the  BMT 
reevaluate  current  policy  on  maternity  and 
paternity  leave  recognizing  the  need  for 
possible  regulation  change  supported  by 
Congressional  action.  Among  the  possible 
areas  of  consideration  are  allowing  mothers  to 
take  at  least  six  weeks  of  sick  leave  prior  to  and 
following  birth,  and  allowing  fathers  of  new- 
borns to  take  paternity  leave  or  sick  leave  to 
care  for  newborns.  The  BMT  approved  the 
concept  noting  that  the  Parental  Leave  Act  is 
expected  to  be  passed  by  Congress  this  year. 

•  The  federal  government,  through  a  change  in 
regulation,  could  combine  sick  and  annual 
leave  into  one  category,  personal  leave, 
allowing  employees  to  carry  all  leave  over, 
and  use  as  approved  by  supervisor  for 
personal  situations.  The  BMT  rejected  this 
concept. 
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Care  of  Sick  Relatives 

•  The  BMT  approved  the  work  group  recom- 
mendation to  use  flexiplace  guidelines  to 
allow  employees  to  work  at  home  so  they  can 
care  for  sick  relatives;  and  alternatively  that 
employees  be  allowed  to  take  sick  leave  to 
take  care  of  sick  relatives,  recognizing  that 
this  would  require  a  change  in  regulation. 

Day  Care 

•  The  BMT  approved  the  recommendation  to 
expand  and  implement  emphasis  on  federally 
subsidized! organized,  affordable  day  care. 

Employee  Concerns 

•  The  BMT  approved  the  recommendation  to 
complete  a  study  of  the  BLM  workforce  to 
identify  the  personal  and  family  concerns  of 
employees,  and  solicit  their  views  on  how  to 
create  a  more  supportive  work  environment. 

Demographic  awareness 

•  The  BMT  agreed  with  the  recommendation  to 
educate  BLM  managers  about  the  demograph- 
ics of  the  workforce  since  managers  lead  the 
organization  and  advocate  practices  that 
demonstrate  awareness  of  these  concerns. 

Holistic  View  of  Employees 

•  The  BMT  agreed  with  the  recommendation 
that  managers  strive  for  a  holistic  view  of 
employees,  recognizing  that  society  and  our 
culture  are  continually  changing. 

Improved  Support  System 

•  The  BMT  agreed  with  the  recommendation 
that  an  improved  support  system  be  devel- 
oped for  employees  that  is  sensitive  to  alter- 
native family  lifestyles,  especially  dual  career 
families  and  single  parent  families. 

Balancing  Work  with  Personal  Needs 

•  The  BMT  agreed  with  the  recommendation 
that  managers  begin  an  open  dialogue  with 
employees  to  address  the  issue  of  balancing 
work  demands  with  personal  and  family 
needs,  emphasizing  the  responsibility  of  the 
supervisor  in  providing  support  to 
subordinates. 


Family  Commitments  and  Personal  Time 

•  The  BMT  agreed  with  the  recommendation 
that  management  should  honor  family  com- 
mitments and  personal  time,  recognizing  that 
few  work  commitments  are  so  important  that 
they  should  preempt,  for  example,  previously 
scheduled  family  vacations. 

•  The  BMT  recognizes  the  need  to  be  sensitive 
to  employees'  personal  lives.  However,  they 
rejected  the  recommendation  to  communicate 
with  employees  about  their  personal  lives, 
and  constantly  reinforce  the  importance  to 
the  organization  of  taking  time  to  be  a  fully 
rounded  human  being.  Instead  the  BMT 
endorsed  BLM  programs  that  are  better  able 
to  deal  with  personal  issues  on  a  professional 
basis  such  as  the  Employee  Assistance 
Program. 

•  The  BMT  rejected  a  recommendation  to 
evaluate  the  feasibility  of  compensating 
employees  for  child  or  elder  care  expenses 
while  the  employee  is  in  travel  status.  How- 
ever, they  approved  the  recommendation  to 
manage  travel  needs  with  consideration  of 
employees'  personal  lives,  especially  in  terms 
of  the  cumulative  effects  of  extensive  over- 
night travel,  encouraging  front-erui,  weekday 
travel  time  prior  to  meetings. 
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The  Future 

Work  Force 

Composition  of 

theBLM 


Corporations  and  public  agencies  across  the 
United  States  are  beginning  to  plan  for  the 
composition  of  their  future  workforces. 
The  explosion  in  information  and 
communications  technologies;  advances  in 
transportation  technologies;  rapid  and  sustained 
growth  of  population;  emergence  of  tourism  and 
recreation  as  major  industries  in  the  West; 
general  aging  of  the  population;  introduction  in 
the  numbers  of  new  management  techniques; 
awakening  to  the  realities  of  cultural  diversity; 
significant  increase  of  women  as  executives, 
managers  and  technical  professionals;  flat  and 
declining  state  and  federal  revenues  and  bud- 
gets; and  reduction  in  the  workforces  of  some 
major  corporations  and  state  and  local  govern- 
ments all  present  major  forecasting  and  plan- 
ning challenges.  The  Bureau  of  Land  Manage- 
ment and  its  parent  Department  of  the  Interior 
must  address  these  realities  in  their  workforce 
planning  in  order  to  more  effectively  serve  its 
principal  customer  and  constituent,  the 
American  public. 


THE  NEW  WEST 


For  those  companies  and  agencies  whose 
operations  are  located  primarily  in  the  western 
states,  the  challenge  is  even  more  complex. 
Many  major  metropolitan  areas  in  the  West 
share  the  distinction  of  having  the  highest 
growth  rates  in  the  nation.  For  example,  Las 
Vegas,  Nevada,  receives  nearly  5,000  new 
residents  a  month,  while  California  is  experienc- 
ing a  monthly  inmigration  50,000  new  residents. 
At  the  same  time,  many  southwestern  states  are 
also  rapidly  becoming  predominantly  Hispanic, 
Spanish-speaking  sub-regions,  while  other 
Western  states  are  experiencing  a  rapidly 
growing  Asian  population  with  an  appreciable 
increase  in  Asian  tourists.  In  other  areas, 
especially  Alaska,  Native  Americans  are  the 
majority  population.  All  of  these  existing  and 
burgeoning  phenomena  do  and  will  require  the 
increased  understanding  and  sensitivity  to 
custom  and  cultural  practices. 


WORK  FORCE  REALITIES 


The  nation  is  experiencing  a  population  that  is 
living  longer  and  in  better  health  than  anytime  in 
this  century.  The  baby  boomers  (those  bom  in 
the  mid- 1940s)  and  pre  baby-boomers  will 
constitute  two-thirds  of  the  population  by  the 
year  2015.  For  this  group  to  be  encouraged  or 
forced  to  retire  at  age  55,  many  at  the  prime  of 
their  professional  abilities,  places  extraordinary 
demands  on  a  nation's  social  costs.  It  can  also 
deny  an  organization  its  institutional  memory, 
mentoring,  its  wisdom  and,  in  many  cases,  its 
creativity.  We  need  to  face  this  reality  and  plan 
for  a  work  force  that  includes  older  technicians, 
professionals,  managers  and  executives  —  a 
healthy  mix  of  both  younger  and  older 
employees. 


A  PART  OF  EXCELLENCE 


In  summary,  in  addition  to  advances  in  commu- 
nications and  information  technology,  new 
management  methods,  and  the  emergence  of 
women  as  managers  and  executives,  the  BLM 
must  begin  to  plan  for  serving  the  needs  of  both 
aging  customers  and  the  needs  of  a  productive 
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and  aging  work  force.  That  woiic  force  will 
need  to  be  culturally  diverse  and  bilingual  to  be 
effective  —  the  use  of  Spanish,  Navajo,  Japa- 
nese, Vietnamese,  German  aiid  other  languages 
will  be  commonplace.  It  is  a  part  of  excellence. 

To  date,  BLM  has  completed  a  Baseline  Demo- 
graphic Study.  The  E)epartment  of  Labor's  Work 
Force  2000  Study  and  other  publications  have 
generally  addressed  both  the  future  woric  force 
composition  of  the  private  and  public  sectors  in  the 
United  States,  and  die  impact  of  diversity.  How- 
ever, much  more  needs  to  be  done.  The  Bureau 
Management  Team  agreed  that  the  following 
issues  and  questions  merit  close  attention: 

•  Using  new  mixes  of  seasonal,  temporary, 
contract  and  permanent  full-time  employees 
in  the  woiic  force. 

•  Moving  to  an  interdisciplinary  work  force 
which  uses  holistic  approaches  of  biodiversity 
and  ecosystem  management  while  maintain- 
ing excellence  in  the  fundamentals  of  for- 
estry, wildlife  and  fisheries  management,  and 
range  management 

•  Impacting  the  future  workforce  with  informa- 
tion and  communications  technology  on  the 
future  work  force. 

•  Advocating  multicultural  diversity  including 
regional  realities. 

•  Functioning  of  women  as  managers  and 
executives  in  the  woik  force. 

•  Effectively  managing  an  aging  work  force. 

•  Assisting  disabled  employees  in  the  work- 
place. 
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INTERRELATED  RECOMMENDATIONS 


Budget, 

Performance 

Measures, 

Planning, 

Program 

Leaders 


Some  of  the  recommendations  of  the  Budget, 
Performance  Measures,  Planning,  and  Program 
Leaders  work  groups  had  elements  that  were 
interrelated.  The  recommendations  proposed  by 
the  work  groups  collectively  suggested  significant 
changes  in  how  the  BLM  plans,  manages,  and 
reports  its  work .  These  changes  include  in- 
creased emphasis  on  ecosystem  planning,  a 
simplified  land  use  planning  process  based  on 
NEPA  procedures,  a  greatly  simplified  Program 
Year  Budget  Plan  (PYBP)  process,  new  budget 
execution  procedures  supportive  of  ecosystem- 
based  management,  a  framework  for  development 
of  new  performance  measures  to  emphasize 
program  results  and  meeting  customer  needs, 
and  changes  in  the  focus  and  role  of 
program  lead  positions. 

The  BMT  endorsed  all  of  the  recommendations 

in  concept  and  directed  that  additional  work  be 

accomplished  to  integrate  the  work  of  the 

four  groups.  While  there  was  some  coordination 

between  the  work  groups  to  ensure  consistency, 

the  time  frame  for  the  initial  reports  did  not  permit 

resolving  overlaps,  filling  gaps,  or  resolving 

differences  in  the  scope  or  level  of  detail  of  the 

recommendations.  The  BMT  asked  work  group 

representatives  to  review  the  interrelated  concepts 

to  better  define  the  relationships.  A  chart  showing 

the  interrelationships  among  the  recommendations 

is  in  Appendix  13. 

A  joint  implementation  team  has  been  chartered 
by  the  BMT  to  effect  the  recommendations. 
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Budget  Process 


To  help  determine  whether  to  keep,  abandon,  or 

modify  the  present  process,  the  budget  work  group 

developed  the  following  purpose  statement: 

The  Purpose  of  the  BLM  Budget  Process  is  to: 

surface  major  issues,  obtain  funding  for  the 
Bureau,  carry  out  mission  responsibilities,  allo- 
cate funds  based  upon  priorities,  encourage 
efficiency,  communicate  what  BLM  is  about,  and 
account  for  expenditures. 


Short  Term 
Recommendations 


BUDGET  DEVELOPMENT 


Each  year,  Federal  departments  and  agencies  must 
submit  budget  estimates  to  the  Office  of  Manage- 
ment and  Budget  (0MB)  that  include  personnel 
and  financial  requirements  needed  to  meet  their 
mission  responsibilities.  To  prepare  these  budget 
estimates,  departments  analyze  and  evaluate 
information  provided  by  their  component  organi- 
zations. The  0MB  reviews  initial  estimates  and 
combines  them  into  the  President's  budget. 
Congress  determines  funding  levels  for  each 
department  under  one  of  thirteen  bills.  The 
departments  then  allocate  these  ^)propriations  and 
execute  their  missions. 

To  meet  the  needs  of  the  Department  of  tfie 
Interior  (DOI)  and  0MB,  the  BLM  uses  the 
Program  Year  Budget  Plan  (PYBP)  process  to 
develop  its  budget  requests.  This  is  the  critical 
step  in  the  budget  process,  since  it  creates  a 
foundation  for  the  BLM's  request  for  appropria- 
tions fix)m  Congress. 

The  PYBP  identifies  issues  and  gives  the  manag- 
ers a  clear  understanding  of  the  Director's  major 
areas  of  emphasis.  Besides  issuing  program 
guidance,  the  PYBP  solicits  any  additions,  dele- 
tions, or  modifications  fiiom  the  strategic  direction 
that  the  states  are  proposing.  The  PYBP  also 
highlights  material  weaknesses,  changing  program 
trends  and  demands,  and  new  initiatives  (See 
Appendices  14  through  18). 

The  following  are  specific  recommendations  made 
by  the  woric  group  that  were  agreed  to  in  concept 
by  the  BMT: 

Use  of  a  Current  Level  Base  for  Program 
Planning 

•  The  PYBP  submissions  would  focus  on  in- 
creases and  decreases  from  current  level,  and 
changes  in  emphasis  within  current  level. 

Field  OfTice  Focus  on  Issues  and  Changes 

•  Field  office  (district  and  area  offices)  involve- 
ment would  focus  only  on  major  issues,  priority 
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problems  or  opportunities  needing  funding 
above  current  level,  or  changes  in  program 
emphasis.  These  would  be  addressed  primarily 
in  dollars,  full-time  equivalent  (FTE),  and 
performance  measures. 

Accommodate  Ecosystem  Management 

•  The  process  would  accommodate  a  major 
emphasis  on  aggregate  funding  to  address  the 
management  of  geographically  subscribed 
natural  systems  and  special  projects  with 
multiple  program  emphasis. 

Limited  Program  Performance  Data  Sought  at 
PYBP 

•  State  level  submissions  would  provide  perfor- 
mance data  only  as  related  to  initiatives, 
proposed  internal  reallocations  at  current  level, 
and  a  very  few  select  other  items. 

Link  the  PYBP  and  PAWP  Processes/ 
Performance  Data 

•  Detailed  subactivity  I  program  data  necessary 
for  budget  estimate  development  would  come 
primarily  from  the  current  year  PAWP  submis- 
sions, supplemented  by  issue/change  data  in  the 
state  submissions,  adjustments  in  program 
funding,  and  adjustments  between  PAWP  and 
AWP.  These  adjustments  would  reflect  Con- 
gressional appropriations  and  direction. 

Processes  to  be  eliminated: 

•  Detailed  subactivity  requests  from 
Washington  and  state  offices; 

•  A  planning  target  for  each  state; 

•  The  so-called  trade-off  analysis;  and 

•  Comprehensive  perforaiance  data  developed 
at  the  state  level. 

Beneficial  changes: 

•  Almost  complete  focus  on  major  issues  and 
changes; 

•  A  current  level  base  as  the  reference  point 
for  issues,  additional  funding  needs,  and 
shifts; 

•  A  greater  emphasis  on  internal  reallocations 
as  part  of  the  process; 

•  Limited  subactivity  detail  developed  at  field 
office  levels; 

•  Performance  data  related  only  to  issues  and 
changes; 


Provision  for  and  emphasis  on  ecosystem 

management,  and  similar  proposals  aimed  at 

management  of  natural  systems; 

Program  leaders  having  limited  involvement 

in  the  development  of  detailed  budget  data; 

and 

The  requirement  that  the  Budget  Division 

access  other  data  (PAWP,  program  data  files, 

etc.)  to  complete  the  budget  estimates. 


OPERATING  BUDGET 
FORMULATION  (PAWP/AWP) 


Each  year  as  the  Congressional  hearings  regarding 
Federal  budgets  are  under  way,  the  BLM  begins  to 
prepare  for  the  final  appropriations.  The  PAWP 
process,  usually  initialed  in  March,  takes  place 
entirely  within  the  BLM  with  the  exception  of  a 
few  projects  of  special  interest  to  the  Secretary. 
Through  this  process  states  are  able  to  compete  for 
initial  ftmding  allocations  and  subsequent  adjust- 
ments. The  process  is  time  consuming  but 
indispensable  in  allowing  BLM  offices  to  compete 
for  continually  diminishing  Federal  funds  and 
make  preparations  for  a  new  operating  budget 

Begin  with  Adtjusted  Current  Level  Budgets 

•  Field  offices  and  state  office  divisions  would 
complete  a  budget  based  largely  upon  current 
level  (existing  AWP  adjusted  for  one-time 
expenditures).  Detailed  work  expectations, 
internal  reallocations,  and  needs  above  current 
level  would  be  among  the  things  sought  at  this 
stage. 

Budget  Unit  Concept 

•  Each  state  office  division,  district,  and  resource 
area  would  be  designated  a  budget  unit  and 
would  retain  its  integrity  throughout  the  budget 
process.  (In  some  cases  a  district  and  area 
might  be  included  in  a  single  unit.)  Budget 
proposals  for  each  unit  would  be  submitted 
concurrently  to  the  state  budget  team,  creating 
a  "level  playing  field"  in  competing  for  priority 
funding.  However,  district  managers  would  be 
expected  to  provide  overview  and  recommenda- 
tions on  a  district  -wide  basis. 
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Focus  on  Approved  Table  of  Organization  and 
Work  Commitments 

•  Each  office  would  have  an  approved  Table  of 
Organization  (TO),  based  on  FTEs,  which 
would  serve  as  the  basis  for  work  month 
allocations,  with  the  overall  budget  process 
focusing  on  work  commitments  as  opposed  to 
subactivity  detail. 

Use  of  'Tormula  Accounting" 

•  This  approach  is  based  on  developing  an 
agreed  upon  percent  of  total  cost  contribution 
from  each  of  the  numerous  programs 
(subactivities)  ejected  in  an  ecosystem/ land- 
scapelwatershedl project  management  proposal, 
both  budgeting  and  expending  funds  according 
to  this  formula. 

State  Office  Organizational  and  Role  Changes 

•  Establish  an  Office  of  Budget  with  both 
program  and  traditional  budget  and  account- 
ing skills.  Assemble  a  state  budget  team  (5 
to  6  key  individuals  with  the  associate  state 
director  as  chair)  at  key  stages  in  the  budget 
process  to  evaluate  proposals  and  budget 
submittals.  Program  leaders  would  be  less 
involved  in  budget  formulation  than  in  the 
development  and  coordination  of  proposals 
or  in  assisting  the  budget  staff  with  defining 
program  expectations. 

Performance  Measures 

•  It  is  anticipated  that  this  data  will  come  from 
multiple  Bureau  systems  and  follow  new  or 
revised  formats  developed  by  the  Performance 
Measures  Process  Team. 

Treat  Operating  Budget  Formulations  as  a 
Single  Process  with  PAWP  Key 

•  The  recommendations  simply  stress  that  the 
PAWP  at  the  field  level  become  the  central 
starting  point,  with  the  Washington  Office 
AWP  directives  and  final  allocations  as  fairly 
straightforward  adjustments  based  upon 
Congressional  action. 


Use  of  a  "State  Budget  Group"  as  a  Key 
Element  in  the  Overall  Budget  Process 

•    The  group  would  be  the  primary  interface  with 
managers,  program  leaders,  and  budget/ 
program  analysts  throughout  the  budget 
process. 

Processes  to  be  eliminated: 

•  Average  woric  month  cost  considerations  at 
the  field  office  level; 

•  Detailed  subactivity  submissions  from  field 
offices; 

•  District  office  consolidation  and  submission 
of  PAWP; 

•  Program  leader  primacy  in  subactivity  dollar 
control;  and 

•  EHrect  tie  to  units  of  accomplishment  now 
reported  through  FFS. 

Beneficial  changes: 

•  Development  starting  in  July  based  upon 
adjusted  current  level  budgets; 

•  The  concept  of  discrete  budget  units  which 
maintain  integrity  through  the  process,  with 
the  exception  of  state  submission  to  the 
Washington  Office; 

•  An  approved  table  of  organization  (TO)  and 
full  time  equivalent  (FTE)  ceiling  would  be 
used  for  personnel  services  planning  by  field 
offices; 

•  An  Office  of  Budget  and  a  standing  state 
budget  group  (not  the  state  management 
team)  chaired  by  the  ASD  having  principal 
responsibilities  for  all  aspects  of  budget 
formulation; 

•  Use  of  formula  accounting  would  be  built 
into  budgets  to  accommodate  ecosystem 
management  and  project  proposals; 

•  All  budget  unit  proposals  would  be  elevated 
simultaneously; 

•  District  manager  roles  would  change  through 
focus  on  budget  units; 

•  Detailed  subactivity  submissions  would  go 
to  Washington  with  the  PAWP,  but  would  be 
developed  jointly  between  program  leads 
and  the  state  budget  office;  and 

•  Qosure  would  be  accomplished  through 
final  AWP  direction  from  the  Washington 
Office  and  documentation  of  woric 
commitments. 
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BUDGET  EXECUTION 


Divorce  Federal  Financial  System  From  Units 
of  Accomplishment 

•  Work  load  accomplishments  should  be 
tracked  separately  from  the  budget  process 
using  existing  and  future  database  programs. 
Information  necessary  for  budget  develop- 
ment and  execution  should  be  available  in 
each  of  these  databases  arui  readily  acces- 
sible to  the  budget  staff. 

Apply  Formula  Accounting 

•  To  facilitate  budget  execution  of  projects  that 
require  funding  from  multiple  subactivities  or 
from  outside  sources,  field  personnel  will  code 
time  to  project  codes,  which  will  subsequently 
be  translated  using  automated  technology  by 
budget  specialists  into  predetermined 
subactivities.  Execution  of  traditional  single 
funding  source  work  loads  will  continue 
unchanged. 

Encourage  Immediate  Data  Access 

•  Commitment  accounting,  the  entry  of  expendi- 
tures into  the  financial  budgeting  system  by 
field  offices  as  opposed  to  the  present  system, 
should  be  evaluated.  Immediate  access  to  the 
FFS  by  state  office  budget  st(^is  imperative. 

Eliminate  Program  Elements 

•  BLM  management  should  continue  to  support 
limiting  the  number  of  program  elements  to 
improve  efficiencies  andfiexibility  in  budget 
execution. 

Processes  to  be  eliminated: 

•  Program  leaders  would  no  longer  track 
financial  data  by  subactivity  on  a  regular 
basis; 

•  "Unit  of  Accomplishment"  reporting  would 
be  almost  entirely  divorced  fit)m  budget 
execution  reporting  and  accounting; 

•  Program  element  requirements  would  t)e 
further  reduced;  and 

•  Field  office  tracking  of  financial  data  would 
be  eliminated. 

Beneficial  changes: 

•  A  state  office  budget  staff  would  be  estab- 


lished to  handle  financial  tracking,  including 
fixed  costs,  work  month  dollars,  subactivity 
monitoring,  and  other  budget  execution  data, 
also  FFS  data  input,  and  monthly  field 
reporting; 

Field  offices  would  review  monthly  reports 
primarily  related  to  travel,  training,  procure- 
ment, and  operations  and  maintenance 
dollars  only,  together  with  fuU  time  equiva- 
lent; 

Formula  accounting  would  replace  much  of 
the  calculated  cost  coding  in  the  current 
system; 

The  woric  group  also  supported  efforts  such 
as  commitment  accounting  to  increase  the 
currency  of  expenditure  data,  along  with 
increased  data  access  at  the  state  office  level; 
and 

Outside  contributions  would  be  tracked  as 
part  of  the  overall  asset-debit  balance 


Long  Term 
Recommendations 


LEAVE SURCHARGE 


BLM  is  somewhat  unique  among  Federal  agencies 
in  segregating  its  total  dollar  authority  by  allocat- 
ing 82  percent  of  agency  labor  costs  to  its  field 
organization  and  controlling  the  remaining  18 
percent  at  the  Washington  Of^ce  (for  leave  fund 
accounting).  The  18  percent  represents  the  true 
cost  of  accounting  for  actual  leave  used.  If  any 
surplus  develops  in  the  reserve  account  due  to 
changes  in  actual  leave  usage,  it  is  allocated  to  the 
field  after  mid-year  as  circumstances  dictate. 

•   The  work  group  did  not  assume  a  change  in 
current  practice  in  its  analysis,  but  it  did  feel 
further  attention  should  be  given  to  the 
possibility  of  budgeting  at  the  state  level  in 
total  dollars. 


SUBACTIVITy/AGTiyiTY  STRUCTURE 


Efforts  to  reduce  the  number  of  subactivities, 
perhaps  moving  toward  a  slightly  expanded 
activity  structure,  would  be  a  long-term 
undertaking. 
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New 

Performance 

Measures 


In  the  past,  a  high  level  of  emphasis  was 

placed  on  developing  and  maintaining 

program  and  administrative  units  of 

measure.  Over  the  years,  sophisticated 

manual  and  automated  processes  and 

reporting  systems  involving  all  levels  of 

the  organization  have  been  developed 

to  support  administrative  and 

program  data.  This  is  very  costly  to 

the  BLM  in  time,  energy,  and  funds. 

Developing  and  focusing  on  a  clear, 

simple  set  of  performance  measures 

could  lead  to  simplifying  existing  systems, 

making  them  more  efficient,  and 

freeing  up  funds  and  people  for 

work  implementation. 

A  high-level  set  of  performance  categories  and 

measures  consistently  applied  could  be 

the  common  thread  that  ties  together  BLM's 

planning,  budgeting,  program  implementation, 

and  evaluation  processes  and  systems  on 

a  multi-program  basis. 

BLM' s  performance 

measures  should  be  modern,  futuristic,  and 

reflect  evolving  ideas  and  public  values. 

Developing  performance  categories  and 

measures  that  are  easily  understood  and 

consistent  with  customers'  expectations  is 

the  focus  of  this  report.  Such  measures 

should  guide  internal  actions, 

simplify  existing  expensive  systems,  and 

reflect  modern  thinking. 


Over  the  years,  the  program  and  financial/budget 
processes  and  reporting  systems  have  grown  to 
great  size,  requiring  large  amounts  of  money,  time, 
and  energy  to  maintain.  There  are  over  100 
subactivity  codes  (35  major  program-related 
codes);  each  subactivity  has  firom  one  to  20 
program  elements,  (and  in  some  instances,  oppor- 
tunities to  create  individual  projects),  all  of  which 
capture  cost  information.  In  addition  to  the 
financial/budget  systems  that  capture  costs, 
individual  programs  have  developed  complex 
manual  and  automated  systems  to  monitor  and 
report  on  program  woilc.  For  example,  typical 
woridoad  measures  might  be  number  of  acres, 
amendments  completed,  number  completed, 
number  processed,  number  reviewed,  number 
monitored,  number  of  sites,  and  so  on.  The 
reporting  units  from  all  of  these  existing  systems 
are  woridoad  measures,  not  performance  measures 
as  identified  and  recommended  in  this  report. 

A  recent  Office  of  the  Inspector  General  (OIG) 
report  estimated  that  at  the  state  office  level,  50 
percent  of  personnel  resources  were  used  for 
general  administrative  and  program  oversight 
activities;  at  the  district  level,  56  percent.  Only  at 
the  resource  area  office  level  are  the  majority  of 
personnel  resources  (85%)  committed  to  program 
implementation.  This  report  also  pointed  out  that, 
although  the  resource  areas  accounted  for  two- 
thirds  of  the  BLM's  field  offices,  they  only  had 
about  one-third  of  the  available  persormel  re- 
sources. Overall  the  OIG  contended  that,  of  the 
BLM's  $446  million  budget  in  the  Management  of 
Lands  and  Resources  appropriation,  about  $188 
million  was  spent  on  general  administrative 
support  and  program  oversight  activities. 


EXISTING  PROCESSES/SYSTEMS 


It  is  clear  that  a  great  deal  of  the  BLM's  personnel 
and  funds  are  consumed  in  running  processes  and 
systems  that  are  not  adding  value  to  the  actions 
and  projects  that  go  directly  toward  managing 
natural  resources.  There  are  multiple  requests  for 
information  and  reports,  made  continuously  in 
time,  downward  throughout  the  entire  organiza- 
tion. Massive  amounts  of  data  must  be  searched 
for,  validated,  consolidated,  and  sent  upwaid 
throughout  the  entire  organization  continuously  in 
time  (See  Appendix  19). 
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The  woric  group  offered  a  number  of  observations 
about  current  program  or  financial/budget  report- 
ing systems.  Their  conclusion  was  that  for  the 
most  part,  existing  reporting  systems  do  not  report 
perfonnance  in  terms  that  are  consistent  with 
expectations  of  the  BLM's  external  customers  or 
in  terms  that  are  realistic  for  the  on-the-ground 
manager's  needs  for  multi-program  projects  on 
specific  geographic  areas  or  ecosystems. 

One  information/reporting  system,  in  particular, 
that  is  very  weak  and  that  must  become  strong 
and  active  if  the  agency  is  to  meet  the  needs  of 
the  future,  is  the  scientific  and  technical  infor- 
mation system.  Appendix  20  depicts  the  weak, 
single-program  oriented  existing  situation  and 
the  potential  for  a  strong,  multi-program/ 
ecosystem  based  system  of  the  ftiture. 

•    The  work  group  recommended  that  the 
burden  of  proof  as  to  whether  reports  are 
necessary  should  be  based  on  their  require- 
ment by  law.  Any  assertion  that  a  report  is 
required  to  run  a  program  should  be  dis- 
missed pending  full  justification  and  manage- 
rial concurrence.  The  BLM  must  undertake  a 
systematic  review  of  all  programmatic 
information  and  reporting  systems— finance/ 
budget  and  scientific/technical — and  simplify 
them  to  their  value-added  characteristics, 
that  is,  determine  if  they  contribute  directly  to 
BLM  producing  goods  and  services  on  the 
ground. 


NEW  PERFORMANCE  MEASURES 


The  work  group  recommended  the  BLM  adopt  a 
new,  modem,  and  futuristic  set  of  performance 
measures  that  are  appropriate  to  the  concerns  of 
its  external  customers  and  can  be  used  internally 
by  managers  to  guide  planning,  budgeting, 
implementation,  and  evaluations  of  on-the- 
ground  work.  The  group  suggested  the  follow- 
ing criteria: 

•   New  performance  measures  should  reflect 
more  clearly  the  interests  and  concerns  of 
BLM's  external  customers,  particularly  the 
new  and  emerging  customers  with  unique 
ethnic,  racial,  religious  and  other  social  and 
cultural  values. 


New  performance  measures  should  relate 
directly  to  how  managers  must  manage  on  the 
ground  by  utilizing  funds  and  workmonths 
from  a  variety  of  programs  and  achieving 
multi-program  benefits  through  integrated 
resource  projects. 

New  performance  measures  should  relate 
directly  to  BLM's  evolving  emphasis  on 
managing  all  resources  within  specific 
geographic  areas  (across  the  landscape, 
within  bio-regions,  and  directed  at  specific 
ecosystems). 

New  performance  measures  should  reflect 
BLM's  ability  to  contribute  to  the  economic 
well-being  of  industries,  workers,  rural  and 
urban  communities,  inner  cities,  economically 
disadvantaged  people,  and  to  aid  in  economic 
recovery  at  the  local,  regional  and  national 
levels. 

New  performance  measures  should  relate  to 
public  concerns  and  interest  in  the  quality  of 
the  air  and  water  and  for  helping  to  achieve 
and  maintain  a  rich  biota. 

New  performance  measures  should  reflect 
BLM's  mandates  to  protect  resources  with 
unique  or  special  values  and  to  take  remedial 
action  against  all  resources  under  serious 
and  significant  threats. 

New  performance  measures  should  reflect 
BLM's  role  in  providing  services  and  support 
to  other  levels  of  government,  industry, 
interest  groups,  individuals  and  to  BLM's 
internal  customers. 

New  performance  measures  should  be  useful 
and  appropriate  for  all  levels  of  management 
to  conduct  planning,  budgeting,  program 
implementation  and  evaluations. 

New  performance  measures  should  reflect 
more  clearly  the  true  effectiveness! efficierwy 
of  BLM's  work,  not  just  considering  inputs 
and  program  outputs  but  also  factoring  in  the 
multi-benefits  derived  from  new  performance 
categories,  objectives  and  goals. 
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NEW  PERFORMANCE  MEASUREMENT 
CATEGORIES 


In  the  future,  to  be  competitive  and  successful, 
the  BLM  will  have  to  be  more  effective  in 
communicating  with  its  customers.  Emerging 
new  customers  might  include  Hispanics,  Indone- 
sian/Asians and  others  with  ethnic,  religious, 
and  other  values  with  whom  BLM  must  learn  to 
communicate  more  effectively.  A  new  system 
for  measuring  performance  should  aid  in  the 
BLM's  communication  with  all  external  and 
internal  customers. 

Following  the  described  criteria,  the  work  group 
developed  a  set  of  performance  categories  that 
separates  the  work  the  BLM  does  in  a  manner 
that  is  of  interest  and  concern  to  external  and 
internal  customers.  The  categories  and  associ- 
ated objectives  include  the  following. 

Service  and  Support 

•  Meet  both  external  and  internal  customers' 
needs  for  support  and  services  timely  and 
accurately,  and  at  the  lowest  cost  to  the 
customer  and  BLM,  and  do  so  in  a  friendly 
and  professional  manner. 

•  Maintain  official  records  in  an  acceptable 
condition. 

Environmental  Quality 

•  Manage  BLM  lands  for  current  and  future 
generations  to  provide  healthy,  sustainable, 
biologically  diverse  ecosystems  that  will 
contribute  to  people's  needs  for  goods, 
services  and  other  opportunities  for  a  high 
quality  of  life. 

Economic  Beneflts 

•  Provide  services  and  products  having 
economic  value  from  the  public  lands  in  a 
manner  that  meets  the  needs  of  people  and 
is  consistent  with  the  sustainability  of 
natural  ecosystems. 

Social  and  Cultural  Benefits 

•  When  managing  the  public  lands,  consider 
(and  where  possible,  take)  actions  that  meet 
the  social  and  cultural  needs  of  individuals, 
groups,  communities,  and  regions. 


Special  Resource  Protection  and 
Management 

•  Provide  protection  and  appropriate  man- 
agement for  special  resources  and  sites. 

•  Provide  protection  and  appropriate  man- 
agement for  resources  threatened  with 
significant  harm  or  threat. 

Education 

•  Provide  BLM  customers  appropriate,  high 
quality,  educational  and  interpretative 
material. 


PERFORMANCE  MEASURES  AS  A 
LINK  BETWEEN  PLANNING, 
BUDGETING,  PROGRAM  IMPLEMEN- 
TATION AND  EVALUATIONS: 


The  BLM  has  tried  in  the  past,  with  limited 
success,  to  forge  a  greater  link  between 
planning  and  budgeting.  Budget  and 
program  implementation  are  linked,  but  by 
costly  and  time  consuming  financial/budget 
processes:  PAWP,  AWP,  End  of  Year 
Reports;  and  complex,  costly  program 
information  and  reporting  systems.  The 
evaluation  systems,  whether  general  man- 
agement or  program,  are  not  as  effective  as 
they  should  be  because  needed  changes  are 
not  made  in  the  basic  causes  of  problems 
(process  or  system  problems),  or  they  focus 
on  single  program  problems  without  looking 
at  the  importance  of  interrelated  programs. 

The  use  of  performance  measures  could 
provide  a  simple,  yet  effective  link  between 
these  four  systems  (See  Appendix  21).  The 
following  describes  how  this  might  occur 
sequentially. 

Planning 

•  Inventory  and  maintain  planning  data 
using  the  six  performance  categories. 

•  Identify  issues  with  extemal  and  intemal 
customers  in  terms  of  category  objectives. 

•  Set  goals  and  performance  measures  to 
resolve  issues  and  meet  objectives  on 
specific  geographic  areas  (ecosystems). 
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As  issues  change  over  time  (customers' 
needs),  adjust  goals  and  performance 
measures  and  shift  data  priorities.  Main- 
tain ability  to  shift  plans  more  easily  based 
on  customer's  expectations  in  performance 
measure  categories,  rather  than  a  major 
redo  of  plans  at  pre-specified  interv^s. 


Budgeting 

•  Develop  integrated  resource  projects  to 
solve  issues  on  specific  areas  (ecosystems). 
Identify  inputs  (dollar,  work  months,  etc.) 
and  program  outputs  (acres,  sites,  etc.)  for 
budget  processes.  Also,  identify  how 
projects  will  achieve  the  full  range  of 
performance  measure  benefits  (outcomes). 

•  Justify  and  present  project  information  in 
appropriate  budget  documents  by  issue,  by 
program,  by  project,  and  by  performance 
category  to  the  Department.,  0MB, 
Congress,  etc. 

•  External  customers  and  internal  managers 
communicate  with  players  in  the  budget 
process,  especially  regarding  the  perfor- 
mance measure  benefit  and  the  effective- 
ness of  BLM's  proposed  projects. 

Program  Implementation 

•  Washington  Office  allocate  program  funds 
on  a  multi-program  basis  to  accomplish 
integrated  resource  projects.  Allocate  on 
basis  of  completing  value-added  work  first, 
and  based  on  meeting  bureau-wide 
objectives  and  goals  in  all  six  performance 
categories. 

•  Local  field  offices  invest  (apply)  funds 
based  on  a  multi-program  approach  to 
accomplish  specific  integrated  resource 
projects  in  specific  geographic  areas 
(ecosystems).  Priorities  for  these  projects 
should  be  based  on  meeting  local  priorities 
for  meeting  the  objectives  and  goals  in  the 
six  performance  categories.  Value-added 
work  should  be  done  first. 

•  Local  field  offices  communicate  with 
external  customers  regarding  the  use  of 
fund  allocations  (taxpayer  dollars)  being 


used  to  resolve  issues  and  achieve  planned 
performance  measures. 


Evaluations 


With  aid  of  partners  and  customers, 
monitor  the  impact  of  program  implemen- 
tation to  achieve  perfonnance  measures, 
meet  goals  and  objectives,  and  resolve 
issues.  Recognize  multi-year  nature  of 
projects. 

Provide  appropriate  reports  on  condition  of 
specific  areas  (ecosystems)  with  recom- 
mendations for  remedial  action  based  on 
revised  objectives,  goals,  and  measures  in 
the  six  categories. 

Provide  evaluation  information  back  through 
the  planning,  budgeting  or  program  imple- 
mentation processes  as  appropriate. 
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National 

Environmental 

Policy  Act/ 

Planning 


Although  currently  produced  plans 

generally  and  temporarily  meet  the 

needs  of  management  and 

traditional  customers,  the  current 

nine-step  planning  process  used  by 

the  BLM  is  unnecessarily  complex  and 

confusing.  It  is  redundant  to 

the  National  Environmental  Policy  Act 

(NEPA)  process  and  oriented  towards  conflict 

rather  than  goals. 


EXISTING  THREE  TIERED  PROCESS 


There  are  three  tiers  in  the  current  planning 
process  —  the  poHcy  tier,  the  Resource  Manage- 
ment Plan  (RMP)  tier,  and  the  activity  planning 
tier.  The  policy  tier  includes  national  level 
policy  reflected  in  law,  regulation.  Executive 
Orders,  and  other  Presidential,  Secretarial,  and 
Director  approved  documents.  The  RMP  tier 
establishes  the  combination  of  land  and  resource 
uses  and  constraints  and  general  management 
practices.  The  current  resource  management 
planning  process  has  nine  steps  that  are  well 
documented  in  manuals  and  are  summarized  in 
the  brochure  entitled,  BLM  Planning:  A  Guide 
to  Resource  Management  Planning  on  the 
Public  Lands.  Typically,  the  nine  steps  are 
treated  sequentially,  that  is,  issues  are  identified, 
planning  criteria  are  developed,  the  management 
situation  is  analyzed,  and  so  on.  Most  of  these 
steps  have  counterparts  in  the  NEPA  process. 
The  activity  plan  tier  provides  for  the  develop- 
ment of  plans  more  limited  in  scope  than  RMPs. 
Activity  plans  are  prepared  only  when  necessary 
to  show  in  detail  how  particular  uses  provided 
for  at  the  RMP  tier  are  to  be  carried  out. 


POLICY 


The  woiic  group  identified  two  problems  with 
the  policy  tier.  First,  policy  has  frequently  been 
included  in  RMP  alternatives  and  impact  analy- 
sis. This  is  unnecessary  because  policy  determi- 
nations should  be  made  prior  to  developing  an 
RMP  and  should  serve  as  the  foundation  for  plan 
development.  Addressing  policy  in  an  RMP  only 
adds  volume  to  the  document  and  confuses 
participants.  Second  are  the  numerous  instruc- 
tion memoranda  (IM),  manuals,  draft  IMs, 
information  bulletins  (some  expired),  and 
general  memoranda  that  establish  BLM  policy. 
These  documents  frequently  contain  contradic- 
tory and  outdated  information  and  collectively 
are  so  voluminous  that  they  impede  clear 
communication  and  interdisciplinary  analysis. 
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THE  RMP  PROCESS 


The  woric  group  determined  that  plans  produced 
by  using  the  nine-step  process  generally  meet  the 
needs  of  BLM  management  and  the  public. 
However,  the  process  is  complex  and  confusing, 
takes  too  much  time,  is  redundant  to  NEPA,  and  is 
conflict  oriented,  which  polarizes  opinion  rather 
than  building  consensus.  The  nine-step  RMP 


process  does  not  add  value  to  achieving  BLM's 
planning  goals.  Most  RMPs  cost  several  hundred 
thousand  dollars  to  produce.  Etespite  this  high 
cost,  once  plans  are  completed  they  all  too  fre- 
quently are  not  maintained.  As  plans  and  data 
become  out  of  date,  their  usefulness  as  manage- 
mait  tools  is  compromised.  The  utility  of  the  plan 
as  a  basis  for  organizational  learning  (internally 
and  externally)  is  also  eroded. 


Figure  4.     THE  BLM  PLANNING  PROCESS 
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This  process  of  planning  and  neglect,  then 
planning  again  can  best  be  described  as  a  boom- 
bust  cycle.  The  BLM  invests  significant 
amounts  of  money  in  a  plan  only  to  have  it  erode 
into  a  document  that  rarely  meets  the  customer's 
needs.  This  forces  the  BLM  to  reinvest  yet  more 
money  to  update  plans  and  data  again  (See 
Figure  4). 


RECOMMENDATIONS 


A  three  tiered  planning  process  should  be  retained 
—  the  policy  tier,  the  RMP  tier,  and  the  implemen- 
tation tier  (See  Figure  5).  The  NEPA  would  be 
applied  at  all  three  tiers,  but  only  to  analyze 
impacts  not  evaluated  at  the  next  higher  level.  The 
policy  tier  includes  national  level  policy  reflected 
in  law,  regulation.  Executive  Orders,  and  other 
Presidential,  Secretarial,  and  Director  approved 
documents.  Policy  determinations  should  be 
interdisciplinary,  coordinated,  include  public 
involvement,  and  be  developed  with  the  goal  of 
integrating  ecosystem  management  into  BLM 
decision  making.  The  NEPA  analysis  would  be 
required  on  policy  level  decisions.  This  would 
move  policy  issues  out  of  individual  RMPs.  Up 


front  resolution  of  policy  issues  would  simplify 
individual  RMP  preparation  and  avoid  repeated 
disputes  over  non-site  specific  policy  matters.  The 
Washington  Office  would  review  all  current  and 
draft  policy  and  develop  one  set  of  policy  that  is 
succinct,  interdisciplinary,  and  consistent  Wash- 
ington would  also  be  responsible  for  conducting 
necessary  policy  level  NEPA  analysis.  This 
integrated  policy  would  be  the  foundation  for  plan 
development  and  would  not  be  re-analyzed  in 
RMPs. 

The  current  nine-step  planning  process  would  be 
abandoned,  retaining  only  those  components  of 
the  NEPA  process.  The  NEPA  would  then 
provide  the  basic  analytical  tool  for  both  plan- 
ning and  decision  making. 

Prior  to  developing  new  RMPs,  each  state 
director  would  develop  goals  and  objectives  for 
ecosystems  within  their  jurisdiction.  These 
goals  and  objectives  would  be  developed  with 
full  participation  by  the  public,  state,  county  and 
local  governments,  other  Federal  agencies,  and 
Indian  Tribes.  When  combined  with  national  and 
state  policy,  they  would  serve  as  the  foundation 
for  plaiming. 


Figure  5.     PLANNING  TIERS 
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The  RMP  would  then  be  developed  to  establish 
the  combination  of  land  and  resource  uses  and 
constraints  with  general  management  practices 
that  meet  the  ecosystem  goals  and  objectives 
(See  Figure  6). 

Planning  areas  would  be  related  to  ecosystems  and 
defined  by  ecological,  social  and  economic  criteria 
rather  than  being  based  solely  on  administrative 
boundaries.  The  public  would  be  involved  in 
developing  planning  area-specific  management 
objectives  and  alternatives  using  BLM  policy 
within  the  context  of  the  ecosystem  go^s  and 
objectives.  The  alternatives  analyzed  in  the  RMP 
would  simply  become  different  ways  of  achieving 
the  agreed-to  goals  and  objectives.  The  alterna- 
tives along  with  applicable  state  office  policy 
would  be  subjected  to  NEPA  analysis  with  public 
involvement  (either  categorical  exclusion,  environ- 
mental assessment  or  EIS).  The  plan  would  be 
made  available  to  the  governor  for  review  of 
consistency  with  state  plans  and  the  public  would 
have  the  right  to  protest  the  final  plan  prior  to 
issuance  of  the  record  of  decision. 


A  quality  GIS  automated  database  must  serve  as  a 
basic  tool  of  plan  develofmient,  maintenance, 
implementation,  monitoring,  and  evaluation. 
Plans  must  be  integrated  with  the  database  to 
facilitate  dynamic  plan  maintenance  in  a  "real 
time"  mode  and  eliminate  the  "boom-bust"  cycle 
of  planning.  Monitoring  and  evaluation  would  be 
used  to  track  plan  implementation  and  to  provide 
feedback  to  the  public  on  plan  implementatioa 

The  plan  would  be  maintained  by  revising  the 
goals  and  objectives,  policy,  resource  data  and 
subsequently  by  making  management  decisions 
and  revising  the  data  base  accordingly.  Plan 
approval  and  protest  resolution  would  be  del- 
egated as  close  to  the  plan  development  level  as 
possible  (i.e.  district  manager  approves  the  plan 
and  state  director  resolves  protests). 

Integrated  implementation  plans  (activity  plans 
under  current  system)  would  be  interdisciplinary 
in  nature  and  focused  on  decisions  to  implement 


Figure  6.     REVISED  RMP  PROCESS 
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the  approved  RMP.  They  would  be  developed  in 
compliance  with  NEPA  stressing  effective  public 
involvement  and  coordination  with  state  and  local 
govemment.  Implementation  plans  can  be  devel- 
oped without  the  RMP  tier  where  public  interest  is 
low  and  uses  and  conditions  do  not  warrant  RMP 
development  When  this  occurs,  implementation 
planning  would  provide  for  protests  and 
governor's  consistency  review. 

Throughout  the  three  tiers,  opportunity  for 
meaningful  public  involvement  should  be 
emphasized.  NEPA  criteria  would  determine  the 
need  for  preparation  of  NEPA  documentation 
(EAs  or  EISs),  and  appeal  processes  would  also 
be  dictated  by  NEPA. 

The  New  Process  would: 


Reduce  the  cost  and  duration  of  plan  develop- 
ment and  maintenance  in  the  long  run. 
Provide  improved  means  to  involve  and 
inform  the  public  in  resource  management 
and  respond  to  dynamic  customer  needs. 
Clearly  express  ecosystem  goals  and  objec- 
tives and  provide  coordinated  interagency 
planning  based  on  ecosystems. 
Promote  interdisciplinary,  ecosystem -based 
policy  and  budgeting  for  balanced  implemen- 
tation of  plans. 

Protect  plarming  investments  through  con- 
tinuous maintenance,  improvement,  and 
response  to  new  information. 
Shorten  response  time  to  land  management 
proposals. 

Enable  customers  to  develop  proposals  that 
better  meet  ecosystem  goals  and  objectives. 
Provide  consistent  and  simplified  plan  format, 
content  and  decisions. 
Consolidate  planning  information  in  a  dy- 
namic planning  data  base. 
Develop  planning  area  boundaries  based  on 
ecological,  geophysical,  administrative, 
political,  economic,  and  social  factors. 
Preserve  our  investment  in  existing  and 
ongoing  plans  and  data. 
Focus  on  goals  and  performance  standards, 
not  conflict  resolution. 
Focus  on  results,  not  process. 
Improve  the  timeliness  of  plan  approval  and 
protest  resolution. 


Improve  customer  understanding  by  simplify- 
ing the  process  and  the  plans. 
Shift  emphasis  from  plan  development  to 
implementation,  monitoring  and  evaluation. 
Move  plan  approval  and  protest  resolution  to 
the  lowest  possible  decision  level  to 
promote  local,  responsive  decision  making. 
Promote  organizational  learning  via  "real 
time"  use  of  data  and  planning  decisions. 
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The  Role 

of  the 

Program 

Leader 


Opportunities  exist  to  improve  and 

enhance  the  role  of  the  program  leader 

while  maximizing  efficiencies, 

effectiveness,  and  customer  service. 

There  is  a  perception  in  the  BLM  that 

program  leaders  at  the  state,  district, 

and  resource  area  office  level  are  not 

able  to  concentrate  efforts  on  their 

most  important  functions  because 

current  processes  duplicate  efforts 

at  all  levels. 

If  the  BLM  is  to  successfully  continue 

to  manage  resources  in  the  21st  century, 

there  is  a  need  to  increase  on-the-ground 

resource  management  capabilities  and 

to  improve  the  effectiveness  of 

program-specific  technical  advice, 

quality  assurance,  and  customer  service  by 

eliminating  layers  of  review  and  streamlining 

operations.  Role  changes  recommended  by  the 

program  leader  work  group  are  based  on 

the  assumption  that  the  Bureau  is  moving 

toward  an  ecosystem  management  concept 

to  manage  public  lands.  This  will  involve  an 

integrated  and  coordinated  team  approach 

to  accomplish  field  work. 


Program  leaders  are  defined  as  those  individuals 
who  provide  resource-specific  technical  advice 
and  budget  allocation  recommendations  to  line 
managers.  This  study  is  confined  to  program 
leaders  in  minerals  and  in  lands  and  renewable 
resources  at  state,  district,  and  resource  area 
levels.  Program  leaders  at  all  levels  currently 
perform  key  functions  in  budgeting,  planning, 
technical  review,  and  quality  assurance. 

Though  program  leaders  are  commonly  part  of 
line  managers'  support  staffs,  there  is  no  specific 
identification  of  program  leader  roles  in  the 
Washington  Office  BLM  Manuals.  However,  in 
1981  the  BLM  conducted  a  state  office  organiza- 
tional study  that  acknowledged  role  confiision 
among  managers  and  staff  specialists  at  various 
levels  of  the  organization.  The  report  recog- 
nized the  need  to  define  the  roles  of  technical 
program  specialists  in  field  offices,  and  to 
describe  the  job  elements  and  roles  of  state 
office  program  specialists. 

The  study  noted  that  the  elements  described  for 
state  office  staff  specialist/program  leaders 
"...appear  to  be  similar  to  several  of  the  func- 
tions prescribed  for  the  district  office."  It  was 
also  noted  that  the  similarity  exists,  but  it  must 
be  judged  in  the  context  of  what  each  organiza- 
tional unit  is  respectively  performing.  "Numer- 
ous tasks  performed  by  the  state  office  are 
simply  aggregations  or  compilations  of  woric 
that  has  already  been  performed  at  the  district 
office.  Out  of  necessity,  however,  these  aggre- 
gations must  be  performed  at  the  state  office  to 
assemble  statewide  submissions." 


WORK  GROUP  OBJECTIVES 


Increase  the  number  of  operational  employ- 
ees, field  projects,  and  dollars  spent  for  on- 
the-ground  work. 

Increase  effectiveness  and  efficiency  in 
providing  quality  resource  management  and 
customer  service  to  the  public  by  eliminating 
stc^ing  duplication  and  streamlining  pro- 
cesses. 

Reduce  overhead  and  management  costs. 
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ECOSYSTEM  MANAGEMENT 
CONCEPT 


This  includes  defining  ecosystems,  establishing 
policy,  and  developing  guidelines. 

The  BLM  would  adopt  the  ecosystem  manage- 
ment concept  approach  to  manage  public  lands 
including  identification  of  bio-regions,  for 
example,  the  Columbia  Basin,  Sonoran  Desert, 
Pacific  Northwest  timberlands,  etc.  Within 
these  large  regions,  geographical  landscapes 
such  as  watersheds  would  be  identified  and 
within  the  various  landscapes  interdisciplinary 
goals  and  projects  would  be  implemented. 

Resource  areas,  with  assistance  fi"om  district  and 
state  offices,  would  define  their  BLM  initiative 
work  in  terms  of  integrated  management  of 
geographical  landscapes.  Work  would  be 
accomplished  by  multi -disciplinary  woilc  teams. 
Each  project  would  have  its  own  plan,  budget, 
units  of  planned  accomplishment,  time  schedule 
for  completion,  and  project  leader  who  would 
report  to  the  area  manager  or  supervisor. 


ROLES  OF  PROGRAM  LEADERS  AT 
THE  DISTRICT  AND  STATE  OFFICE 
LEVELS 


This  would  include  a  sharper  focus  on  technical 
aspects,  coordination,  outreach,  and  evaluations 
with  less  emphasis  on  budget  tracking  at  the 
state  and  district  office  levels. 

In  its  research  and  analysis,  the  work  group 
determined  that  program  leader  roles  as  currently 
fiinctioning  result  in  some  duplication,  overlap, 
and  inefficient  use  of  people  and  resources. 
Individual  program  advocacy  does  not  foster 
teamwork  or  an  integrated  approach  to  resource 
management.  Budget  responsibilities  as  currently 
being  administered  by  the  program  leader  are  both 
time  consuming  and  counterproductive  to  maxi- 
mizing the  use  of  skilled  resource  personnel  to 
accomplish  on-the-ground  woik. 


ORGANIZATIONAL  STRUCTURE  OF 
THE  RESOURCE  AREA 


Resource  areas  would  retain  responsibility  for 
on-the-ground  management  and  for  all  functions 
that  require  multiple  use  decision  making  at  this 
level.  The  resource  area  work  would  be  divided 
into  two  types:  projects  (largely  BLM  initiative 
work),  and  operations  and  maintenance  woik 
Gargely  woilc  required  by  law,  legislation,  public 
demand,  and  general  resource  monitoring). 
Development  of  external  relationships  and 
partnerships  are  critical  at  the  field  level  and 
would  require  additional  time  and  attention.  In 
addition,  the  new  project  approach  would 
require  more  emphasis  in  economics,  social 
concepts,  communication,  conflict  resolution, 
and  public  involvement. 

The  resource  area  organization  would  be  fiilly 
flexible,  with  project  leaders  and  staff  assigned 
on  a  detail  basis  as  needed.  Personnel  not 
assigned  to  projects  would  be  used  for  routine 
public  demand.  Work  across  disciplines  and 
organizations  would  be  support  for  expanded 
responsibilities  and  classification/grade  determi- 
nations. Appendix  22  shows  a  functional  model 
resource  area  organization,  which  eliminates 
supervisor  levels.  Appendix  23  portrays  a 
supervisory  level  if  management  decides  this  is 
necessary  to  assist  the  area  manager. 

Resource  staff  at  the  district  office  would  consist 
of  a  limited  number  of  resource  advisors  who 
would  provide  general  assistance  to  the  district 
managers  and  the  resource  areas.  Multi-hatted 
positions  and  numbers  would  be  determined  by 
management  and  tailored  to  their  office  needs. 
Opportunities  to  shift  resource  advisors  to  field 
operations  would  be  determined  by  management 
to  strengthen  on-the-ground  capabilities.  Re- 
source advisors  would  provide  support  and 
assistance  to  one  or  more  programs  in  the 
districts  and  resource  areas.  They  would  be  the 
technical  experts  on  at  least  one  of  those  pro- 
grams and  have  a  thorough  understanding  of  the 
operation  of  several  other  programs.  Resource 
advisors  in  each  district  would  work  as  a  team  to 
provide  support  and  serve  as  contact  points  with 
state  office  resource  advisors.  Since  research 
needs  would  be  geographically  based  and  issues 
vary  from  district  to  district,  the  resource 
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advisors  would  be  part  of  a  science  advisory 
board,  in  those  districts  where  these  boards  are 
appropriate.  They  would  coordinate  needed 
expertise  from  a  science  center  should  BLM 
establish  such  a  unit.  They  will  keep  in  touch 
with  research  institutions  and  encourage  relevant 
research  on  the  public  lands.  The  focus  would 
be  to  make  the  most  up-to-date  techniques 
available  to  the  resource  areas  through  practical 
applications  and  guidance. 

A  typical  district  office  organization  would  have 
only  essential  resource  advisors,  and  centralized 
operational  activities  such  as  administrative 
support,  contracting,  fire  suppression,  engineer- 
ing, and  safety.  Appendix  24  shows  a  functional 
model  of  a  district  office.  The  organization 
would  be  oriented  to  supporting  the  resource 
areas  to  accomplish  their  work. 

State  offices  would  have  resource  specialists/ 
advisors  responsible  for  providing  technical 
support  and  assistance  to  a  number  of  programs 
or  projects.  They  would  advise  and  assist  the 
state  director  as  well  as  the  districts. 

Numbers  of  resource  advisors  at  the  state  office 
level  would  be  driven  by  project  work  load  and 
program  needs  as  determined  by  management. 
The  resource  advisors  will  work  in  a  Total 
Quality  Management  (TQM)  team  environment 
to  increase  the  effectiveness  of  interdisciplinary 
efforts.  The  focus  of  the  state  office  would  be  to 
ensure  that  field  initiatives  and  programs  meet 
Bureau  wide  goals  and  objectives,  and  program 
quality  is  achieved  on-the-ground.  This  includes 
emphasis  on  integrated  program  development 
and  integration  among  geographical  landscape 
management  areas. 

Some  resource  technical  specialists  (scarce 
skills)  may  have  operation  responsibilities  in  a 
state  office  where  highly  technical  expertise  is 
needed,  such  as  oil  and  gas  drainage  determina- 
tion, mining  plan  reviews,  etc. 

The  state  resources  organization  could  be  a 
consolidated  Minerals,  Lands  and  Renewable 
Resources  Division  in  those  states  where 
management  felt  this  is  feasible  to  provide  a 
better  interdisciplinary  team  approach.  Appen- 
dix 25  shows  how  a  model  state  organization 
might  look. 


iSTERmSCIPUNAR  Y  FUNDING 
APPROACH  TO  RESOURCE 
MANAGEMENT 


This  would  involve  formulating  budgets  from 
the  resource  area  level  upwards.  Budgets  would 
be  developed  at  the  field  level  based  on  needs 
within  a  landscape  including  operations  and 
maintenance  woiic.  This  bottom-up  approach 
would  be  completed  once  for  each  area,  with 
budgets  for  subsequent  years  being  updates. 

Staff  levels  at  the  district  office  would  be  funded 
to  facilitate  program  requirements  related  to 
implementation,  operations,  and  field  work.  The 
staffing  would  be  designed  to  place  direct 
support  of  resource  area  woric  as  close  to  field 
operations  as  possible. 


RESPONSIBILITIES  OF  EXTERNAI, 
AFFAIRS  FOR  CONTROLLED 
CORRESPONDENCE 


To  relieve  program  leaders  of  the  primary 
responsibility  of  controlled  correspondence,  and 
using  the  Washington  Office  External  Affairs 
correspondence  unit  as  a  model,  design  roles, 
responsibilities,  and  organization  for  state  office 
external  affairs  correspondence  units. 
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In 

Conclusion , . . 


The  concepts  developed  by  the  work  groups  and 
approved  by  the  BMT  are  now  being  used  by  the 
appropriate  Assistant  Director  and  lead  State 
Director  to  develop  implementation  plans  that 
will  translate  the  approved  concepts  into 
changes  in  how  the  BLM  conducts  its  business. 
The  plans  will  distinguish  between  short-temi 
actions  and  long-term  initiatives.  Any  additional 
analysis,  contact  with  affected  groups,  and 
development  of  controls  to  measure  the  pro- 
cesses will  be  completed  with  the  Assistant 
Director/State  Director  partnership. 

The  BMT  is  reviewing  possible  topics  to  be 
considered  in  Round  II,  Reengineering  for 
Quality. 
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WORK  GROUPS 


BUDGET 

Lead  State  Director  Bob  Moore,  Colorado 


Dave  Darby* 
Ron  Fellows 
Jamie  Connel 
John  Bailey 
Harold  Grayson 
Stanley  Curtis 
Steve  Gueitin 
Nancy  Curren** 


Colorado  SO**» 

Bakersfield  DO»»» 

PhiUips  RA*** 

TaosRA 

WO***/Budget 

Arizona  SO 
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Lead  State  Director  Dean  Bibles,  Oregon 


Terry  Nichols* 
Elena  Daly* 
David  Palmer 
Dick  Dworeky 
Gary  Hansen 
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Gary  Van  Bemmel 
June  Bailey** 


Oregon  SO 

Qackamas  RA 
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Alaska  SO 
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Lead  State  Director  Bill  Templeton,  Nevada 


John  Matthiessen* 
Amy  Leudeis 
Duane  Whitmer 
Signa  Larraldc 
John  Douglas 
Donanne  Heilig 
Richard  Hopkins 
Bob  Casser 
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wo/Cultural  Heriuge 

Las  Vegas  RA 

Great  Falls  RA 
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CONTRACTING 

Lead  Sute  Director  Ray  Brubaker,  Wyoming 


Al  Pieison* 
Gil  Lockwood 
Ruth  Ann  Smith 
Avis  Rostrcn 
Ed  Ryan 

Roger  Daliymple 
Dave  Schafersman 
Ron  Simonich 
June  Bailey** 


Rawlins  DO 

wo/Energy  and  Minerals  Resc. 

NIFC/Boise 

so/Wyoming 

DO/Roswell 

Shoshone  DO 

Service  Center 

Bureau  of  Reclamation,  Denver 

Montana  SO 


NATIONAL  ENVIRON-MENTAL  POUCY  ACT/PLANNING 

Lead  Sute  Director  Denise  Meridith,  Eastern  Sutes 


Gary  Bauer* 
Mike  Dwyer 
Dave  Henderson 
Gene  Kolkman 
Kate  Padilla 
William  Cook 
Mike  Howell 
Ann  Chris  tensen 
E.IC  James** 


Milwaukee  DO 
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House  Range  RA 

WO/Planning  and  Env. 

Caspcr/DO 

Coeur  d'Alene  DO 

Oregon  SO 

Forest  Servicc/WO 

WO/Eval  and  Mgmt.  Analysis 


OIL  AND  GAS,  INFORCEMENT  AND  INSPECTION 

Lead  Sute  Director  Bob  Lawton  Montana 


Howard  Lemm* 
Milton  Hill 
Michael  J.  Poole 
William  Mortimer 
Patty  Ramsetter 
LanyBiay 
Mike  Schwartz 
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Monuna  SO 
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Farmington  RA 
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Arizona  SO 
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California  SO 
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ACQUISITION  LAWS,  REGULATIONS,  POLICIES 

A.    CONGRESSIONAL  LAWS: 

1.  Anti-Deficiency  Act  (31  U.S.C.  1341)  -  no  contract  can  be  awarded  for  which  there  are  no  or  insufficient  funds 
available. 

2.  Anti-Kickback  Act  of  1986  (41  U.S.C.  51-58)  -  deter  sub-contractors  from  making  payments  and  contractors  from 
accepting  payments  for  the  purpose  of  improperly  obtaining  or  rewarding  favorable  treatment  in  cormection  with  a 
prime  contract  or  a  subcontract  relating  to  a  prime  contract. 

3.  Buy  American  Act  (41  U.S.C.  10)  -  only  domestic  end  products  be  acquired  for  public  use  and  only  domestic 
construction  materials  be  used  in  construction,  except  when  exemptions  met. 

4.  Competition  in  Contracting  Act  -  promote  and  provide  for  full  and  open  competition;  prescribes  justiHcations  and 
approvals  for  exceptions. 

5.  Contract  Disputes  Act  of  1978  (41  U.S.C.  601-613)  -  establishes  procedures  and  requirements  for  asserting  and 
resolving  claims  by  or  against  contractors  arising  under  or  relating  to  a  contract. 

6.  Contract  Work  Hours  and  Safety  Standards  Act  (40  U.S.C.  327-333)  -  requires  certain  contracts  contain  a  clause 
specifying  that  no  laborer  or  mechanic  doing  any  part  of  the  contemplated  contract  work  shall  be  required  or 
permitted  to  work  more  than  40  hours  in  any  work- week  imless  paid  for  all  such  overtime  hours  at  not  less  than 
1-1/2  times  the  basic  rate  of  pay. 

7.  Copeland  Act  (Anti-Kickback)  Act  (18  U.S.C.  874  and  40  U.S.C.  276c)  -  unlawful  to  induce,  by  force,  intimidation, 
threat  of  procuring  dismissal  from  employment,  or  otherwise,  any  person  employed  in  the  construction  or  repair  of 
public  buildings  or  public  works  to  give  up  any  part  of  the  compensation  to  which  that  person  is  entitled  imder  a 
contract  of  employment;  furnish  weekly  a  statement  of  compliance  with  respect  to  wages  paid  each  employee 
during  the  preceding  week. 

8.  Davis-Bacon  Act  (40  U.S.C.  276a-276a-7)  -  contracts  in  excess  of  $2,000  for  construction,  alternation,  or  repair  of 
public  building  or  public  works  within  the  United  States  shall  contain  a  clause  that  no  laborer  or  mechanic 
employed  directly  up>on  the  site  of  the  work  shall  receive  less  than  the  prevailing  wage  rates  as  determined  by  the 
Secretary  of  Labor. 

9.  Drug-Free  Workplace  Act  of  1988  (Public  Law  100-690)  -  offeror  certification  regarding  providing  a  drug-free 
workplace  with  program  requirements  (applies  to  all  contracts  over  $25,000,  to  8(a)  contracts,  and  to  those  below 
$25,000  awarded  to  an  individual). 

10.  Economy  Act  (31  U.S.C.  1535)  -  agency  may  place  orders  with  any  other  agency  for  supplies  or  services  that  the 
servicing  agency  may  be  in  a  position  or  equipped  to  supply,  render,  or  obtain  by  contract  if  it  is  determined  to  be  in  the 
Government's  interest  to  do  so. 

1 1 .  Employment  of  the  Handicapped  -  Section  503  of  the  Rehabilitation  Act  of  1973,  as  amended  (29  U.S.C.  793)  - 
contractors  are  required  to  take  affirmative  action  to  employ  and  advance  qualified  handicapped  individuals 
without  discrimination  based  on  their  physical  or  mental  handicap  (applies  to  all  contracts  in  excess  of  $2,500  for 
supplies  and  services). 

12.  Fair  Labor  Standards  Act  (29  U.S.C.  206)  -  no  contractor  or  subcontractor  holding  a  service  contract  for  any  dollar 
amount  shall  pay  any  of  its  employees  working  on  the  contract  less  than  the  minimum  wage. 

13.  Federal  Grant  and  Cooperative  Agreement  Act  (31  U.S.C  Chapter  63)  -  established  criteria  to  be  used  in  selecting  the  proper 
instrument  for  grants/agreements. 

14.  Federal  Property  and  Administrative  Services  Act  of  1949  (41  U.S.C.  252)  -  to  simply  the  procurement,  utilization,  and 
disposal  of  Government  property  and  to  reorganize  certain  agencies  of  the  Government  (created  General  Services  Administra- 
tion); procurement  authority  delegations  to  other  agencies  authorized;  fair  proportion  of  total  purchases  with  small-business 
concerns;  procurement  advertizing  (with  exemptions);  negotiated  contracts  requirements. 

15.  Javits- Wagner -O' Day  Act  (41  U.S.C.  46-48c)  -  supplies  and  services  to  be  purchased  by  government  from  work 
shops  for  the  blind  and  other  severely  handicapped. 
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16.  Miller  Act  (40  U.S.C.  270a-270f)  -  requires  performance  and  payment  bonds  for  any  construction  contract  exceeding 
$25,000. 

17.  Procurement  Integrity  (section  27  of  Office  of  Federal  Procurement  Policy  Act  (41  U.S.C.  423),  as  amended)  -  no 
offer  or  acceptance  of  a  bribe  or  gratuity;  no  employment  discussions  with  firm  with  whom  agency  has 
procurement  transaction  with  which  employee  involved;  post-employment  restrictions;  release  of  iiiformation 
related  to  procurements. 

18.  Service  Contract  Act  of  1965,  as  amoided  (41  U.S.C.  351,  et.  seq.)  -  service  contracts  over  $2,500  shall  contain  mandatory 
provisions  regarding  minimum  wages  and  fringe  benefits,  safe  and  sanitary  working  conditions, 

notification  to  employees  of  the  minimum  allowable  compensation,  and  equivalent  Federal  employee  classifications 
and  wage  rates. 

19.  Small  Business  Act  (15  U.S.C.)  -  agencies  furnish  notices  of  proposed  contract  actions  for  publication  in  Commerce 
Business  Daily;  roles  and  responsibilities  of  SBA  and  agencies  in  goverrunent  procurement;  8(a)  program. 

20.  Small  Business  Competitiveness  Demonstration  Program  (through  12/31/92)  (Title  VII  of  Business  Opportunity 
Development  Reform  Act  of  1988  (Public  Law  l(X)-656)  -  established  program)  and  (OFPP  Policy  Directive  and  Test 
Plan  (August  31,  1989)  -  implemented  program)  -  -  test  of  unrestricted  competition  in  four  designated  industry 
groups  and  test  of  enhanced  small  business  participation  in  10  agency  targeted  industry  categories. 

21.  Vietnam  Era  Veterans  Readjustment  Assistance  Act  of  1972,  as  amended  (38  U.S.C.  2012)  -  applies  to  all  contracts 
for  supphes  and  services  of  $10,000  or  more,  except  as  waived;  contractors  list  all  suitable  employment  openings 
with  local  employment  service  office  and  take  affirmative  action  to  employ  and  advance  qualified  special  disabled 
veterans  and  veterans  of  the  Vietnam  Era  without  discrimination  based  on  their  disability  or  veterans'  status. 

22.  Walsh-Healey  Public  Contracts  Act  (41  U.S.C.  35-45)  -  all  contracts,  unless  exempted,  for  the  manufacture  or 
furnishing  of  materials,  supplies,  articles,  and  equipment  in  any  amount  exceeding  $10,000  shall  (a)  be  with 
manufacturers  or  regular  dealers  in  the  supplies  manufactured  or  used  in  performing  the  contract  and  (b)  include  or 
incorporate  by  reference  representation  of  status  and  labor  stipulations  required  by  the  Act. 

23.  26  U.S.C.  6041  and  6041 A  -  report  certain  payments  made  to  contractors  to  the  IRS. 

B.  EXECUTIVE  ORDERS 

1.  Executive  Order  1 1 141  (February  12,  1964)  -  contractors  and  subcontractors  shall  not  discriminate  against  persons  (in 
connection  with  employment  matters)  because  of  their  age  except  upon  the  basis  of  a  bona  fide  occupational 
qualification,  retirement  plan,  or  statutory  requirement 

2.  Executive  Order  1 1246  (September  24,  1965  -  as  amended)  -  requires  all  contracting  agencies  to  include  Equal 
Opportunity  clause  in  all  nonexempt  contracts  and  ensure  compliance  with  the  clause  and  Secretary  of  Labor 
regulations  to  promote  the  full  realization  of  equal  employment  opportunity  for  all  persons 

3.  Executive  Order  12138  (May  18, 1979)  -  facilitate,  preserve,  and  strengthen  women's  business  enterprise  and  ensure 
full  participation  by  women  in  the  free  enterprise  system. 

C.  OMBaRCULARS 

1.  Audit  of  Federal  Operations  and  Programs,  OMB  Circular  No.  A-73  -  states  executive  branch  policy  on  audit  cross- 
servicing  arrangements 

2.  PoUcies  for  Acquiring  Commercial  or  Industrial  Products  and  Services  Needed  by  the  Government  -  OMB  Circular 
No.  A-76  -  agencies  shall  generally  rely  on  the  private  sector  for  commercial  services;  procedures  for  cost 
comparisons  to  determine  whether  function  performed  in-house  or  contracted  out. 

3.  Prompt  Payment  -  Office  of  Management  and  Budget  Circular  A-125  -  all  solicitations  and  contracts  shall  specify 
payment  procedures,  payment  due  dates,  and  interest  penalties  for  late  invoice  payment 

D.  OFFICE  OF  FEDERAL  PROCUREMENT  POLICY  (OFPP) 

1.  OFPP-  Policy  Letter  No.  78-2  (March  29, 1978)  -  all  professional  employees  shall  be  compensated  fairly  and  properly 
(negotiated  service  contracts  exceeding  $250,000). 
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E.  FEDERAL  ACQUISITION  REGULATION: 

1 .  The  Federal  Acquisition  Regulations  System  consists  of  the  Federal  Acquisition  Regulation  (FAR)  and  agency 
acquisition  regulations  that  implement  or  supplement  the  FAR. 

2.  The  Department  of  the  Interior  Acquisition  Regulation  (DIAR)  System  has  been  issued  to  implement  and 
supplement  the  FAR. 

3.  The  development  of  the  FAR  System  is  in  accordance  with  the  requirement  of  the  Office  of  Federal  Procurement 
Policy  (OFPP)  Act  of  1974  (Public  Law  93-4(X))  as  amended. 

F.  DEPARTMENT  OF  THE  INTERIOR: 

1 .   Department  of  the  Interior  Acquisition  Policy  Releases  (DIAPR)  -  issued  to  transmit  acquisition  policy  information 
from  the  Office  of  Acquisition  Policy,  General  Services  Administration;  the  Office  of  Federal  Procurement  Policy, 
Office  of  Management  and  Budget;  the  Department  of  Labor,  the  Small  Business  Administration,  the  General 
Accounting  Office,  and  other  federal  agencies 

G.  GENERAL  SERVICES  ADMINISTRATION: 

1 .  Acquisition  of  Information  Resources  -  FIRMR  (Federal  Information  Resources  Management  Regulation)  -  under  the  Federal 
Property  and  Administrative  Services  Act  of  1949,  as  amended;  individual  delegations  of  procurement  authority 

2.  Real  property  leasing  authority 

3.  Mandatory  supply  sources: 

(a)  Stock  Program 

(b)  Federal  Supply  SchediJe  Program 

H.    GOVERNMENT  PRINTING  OFFICE: 

1.  Section  501,  Title  44  U.S.C.  -  all  printing,  binding,  and  blank-book  work  shall  be  done  at  the  Government  printing 

Office  except  for  classes  of  work  considered  to  be  urgent  or  necessary  to  have  done  elsewhere  and  (2)  printing  in  field  printing 
plants  and  as  otherwise  approved  by  the  Joint  Committee  on  Printing. 

2.  44  U.S.C.  502  -  Printing,  binding,  and  blank-book  work  authorized  by  law  which  the  Public  Printer  is  not  able  or 
equipped  to  do  at  GPO  may  be  produced  elsewhere  under  contracts  made  by  him  with  the  approval  of  the  Joint 
Committee  on  printing. 

3.  All  printing  requirements  requisitioned  through  the  GPO  must  comply  with  the  "Government  Printing  and  Binding 
Regulations"  published  by  the  Joint  Committee  on  Printing. 

I.     DEPARTMENT  OF  LABOR: 

1.  Wage  and  Hour  Division,  Employment  Standards  Administration 

2.  Office  of  Federal  Contract  Compliance  Programs  (OFCCP) 
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Federal  Inspections 

Number  of 

Number  of 

Percentage  of 

state 

FOGRMA 

FOGRMA 

FOGRMA 

Inspections 

Inspections 

Inspections 

Required 

Completed 

Completed 

Fiscal  Year  1991 

CA 

52 

42 

81 

CO 

122 

149 

122 

ES 

78 

18 

23 

MT 

92 

92 

100 

NM 

927 

21 

2 

NV 

9 

7 

78 

UT 

68 

48 

71 

WY 

452 

352 

78 

TOTAL 

1,800 

729 

41 

Fiscal  Year  1992 

CA 

24 

22 

92 

CO 

44 

38 

86 

ES 

64 

59 

92 

MT 

50 

41 

82 

NM 

373 

267 

72 

NV 

17 

9 

53 

UT 

70 

83 

119 

WY 

234 

165 

71 

TOTAL 

876 

684 

78 

This  table  represents  the  number  of  Federal  Individual  Inspection  ItemDocumentation  (IIDs)  that  were  rated 
high  to  the  FOGRMA  criteria  for  fiscal  years  1991  and  1992.  This  table  also  illustrates  the  number  of  Federal 
IIDs  that  were  rated  high  to  the  FOGRMA  criteria  that  were  not  inspected  for  those  fiscal  years. 

The  difference  between  the  required  number  of  inspections  for  fiscal  year  1991  and  1992  is  due  to  a  change 
in  the  definition  of  significant  production. 
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Indian  Inspections 

FOGRMA 

Non- 

FOGRMA 

Non- 

%of 

State 

High 

FOGRMi^ 

Total 

High 

FOGRM^ 

Total 

Insp. 

IIDs 

IIDs 

IIDs 

IIDs 
Insp. 

IIDs 
Insp. 

Insp. 

Comp. 

Fiscal  Year  1991 

CO 

32 

380 

412 

309 

730 

1,039 

252 

MT 

15 

132 

147 

15 

127 

142 

97 

NM 

182 

1,920 

2,102 

12 

11 

23 

1 

UT 

21 

369 

390 

24 

312 

336 

86 

WY 

20 

62 

82 

6 

5 

11 

13 

TOTAL 

270 

2,863 

3,133 

366 

1,185 

1,551 

50 

Fiscal  Year  1992 

CO 

28 

497 

525 

96 

955 

1,051 

200 

MT 

3 

144 

147 

3 

139 

142 

97 

NM 

247 

1,905 

2,152 

329 

1,589 

1,918 

89 

UT 

20 

374 

394 

20 

299 

319 

81 

WY 

10 

72 

82 

10 

39 

49 

60 

TOTAL 

308 

2,992 

3,300 

458 

3,021 

3,479 

105 

i 


The  above  inspections  are  only  the  Detailed  Production  Accountability  and  Independent  Measurement/ 
Handling  Inspections  that  were  conducted  in  FY91  and  FY92  for  the  offices  listed. 
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Concerns  were  raised  by  the  State  Directors  and  by  individuals  attending  the  National  Fluid  Minerals  Workshop,  held  during  the 
week  of  December  14,  1992,  as  to  why  the  inspection  numbers  for  1991  and  1992  were  so  low.  The  work  group  was  asked  to 
review  the  inspections  recorded  in  the  AIRS  data  base  that  were  listed  in  the  Oil  and  Gas  Inspection  and  Enforcement  Program 
Review  report. 

The  numbers  in  the  original  report  were  generated  from  the  data  base  on  the  assumption  that  all  states  were  recording  their  inspec- 
tions with  the  appropriate  code  to  indicate  when  the  entire  inspection  had  been  completed  (not  just  that  it  had  been  iiutialed).  The 
group  learned  that  not  all  states  enter  their  data  in  this  manner.  At  the  National  Fluid  Minerals  Workshop  meeting  the  Washington 
Office  committed  to  issue  formal  guidance  (unofficial  agreement  among  state  I&E  Coordinators  was  already  in  place)  to  make  the 
Bureau  consistent  and  the  data  base  more  useful  for  this  particular  type  of  report. 

Additional  tables  have  been  generated.  The  new  tables  show  how  many  FOGRMA  inspections  were  required  to  be  performed,  then 
how  many  inspections  were  initiated  for  each  given  year.  This  does  not  mean  that  the  inspections  were  necessarily  completed.  Even 
in  regenerating  these  reports  in  this  format,  it  is  apparent  that  Bureau- wide  100  percent  of  the  mandated  inspections  were  not 
initiated.  Furthermore,  until  uniformity  on  the  entry  of  inspections  does  take  place,  the  present  system  is  not  capable  of  consistently 
tracking  the  Bureau's  performance  in  meeting  the  mandate  of  FOGRMA. 


Federal  Inspections 

Number  of 

Number  of 

Percentage  of 

State 

FOGRMA 

FOGRMA 

FOGRMA 

Inspections 

Inspections 

Inspections 

Required 

Initiated 

Initiated 

Fiscal  Year  1991 

CA 

52 

42 

81 

CO 

122 

120 

98 

ES 

78 

68 

87 

MX 

92 

80 

87 

NM 

927 

669 

72 

NV 

9 

8 

89 

UT 

68 

58 

85 

WY 

452 

449 

99 

TOTAL 

1,800 

1,494 

83 

Fiscal  Year  1992                                                 | 

CA 

24 

22 

92 

CO 

44 

42 

95 

ES 

64 

53 

83 

MT 

50 

43 

86 

NM 

373 

299 

80 

NV 

17 

17 

100 

UT 

70 

67 

96 

WY 

234 

208 

89 

TOTAL 

876 

751 

86 

This  table  presents  the  number  of  Federal  EEDs  that  were  rated  high  to  the  FOGRMA  criteria  for  fiscal  years  1991  and  1992  and  the 
number  of  such  inspections  initiated.  This  table  also  illustrates  the  number  of  Federal  IIDs  that  were  rated  high  to  the  FOGRMA 
criteria  where  inspections  were  not  initiated  for  those  fiscal  years.  The  difference  between  the  required  number  of  inspections  for 
fiscal  year  1992  and  1991  is  due  to  a  change  in  the  definition  of  significant  production. 
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Indian  Inspections 

FOGRMA 

Non- 

FOGRMA 

Non- 

Total 

%of 

state 

High 

FOGRMA 

Total 

High 

fogrm;^ 

Insp. 

Insp. 

IIDs 

IIDs 

IIDs 

IIDs 
Insp. 

IIDs 
Insp. 

Initiated 

Initiated 

Fiscal  Year  1991 

CO 

32 

380 

412 

32 

375 

407 

99 

MT 

15 

132 

147 

15 

127 

142 

97 

NM 

203 

2,084 

2,287 

202 

2,054 

2,256 

99 

UT 

22 

369 

391 

22 

313 

335 

86 

WY 

20 

62 

82 

20 

62 

82 

100 

TOTAL 

292 

3,027 

3,319 

291 

2,931 

3,222 

97 

Fiscal  Year  1992 

CO 

25 

504 

529 

21 

472 

493 

93 

MT 

3 

144 

147 

3 

141 

144 

98 

NM 

269 

2,074 

2343 

259 

1,914 

2,173 

93 

UT 

20 

374 

394 

20 

308 

328 

83 

WY 

10 

72 

82 

10 

70 

80 

98 

TOTAL 

327 

3,168 

3,495 

313 

2,905 

3,218 

92 

i 


The  I&E  Strategy  requires  that  all  Indian  IIDs  be  inspected  annually.  This  table  indicates  that  an  inspection 
of  some  type  was  initiated.  Due  to  the  differences  in  the  way  that  inspection  offices  enter  data  into  the 
system,  we  are  unable  to  determine  what  type  and  whether  the  inspection  was  completed. 
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Chart  1 :  PYBP  Process  (Data  Flow) 


Secretary  Decision 
Letter 


Reflects  clianges  in  the  proposed  process 
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S.O.  Allocations 


Department 

^ 


Chart  2:  PYBP  Process  (Data  Flow) 


~X 


S.O.  Allocations 


House-Senate-Conference 
Action 


•  Changes  to  the  current  process 


occurs  at  other  levels  as  well 
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Chart  3:  PAWP  Process  Simplified  (Data  Flow) 


Current  Year  Data 


Merge  Wo  And 

Budget  Units 

For  PAWP 

And  Spread 

Sub-Activity 

Dollars 


FTE  Ceiling 

Travel  And  Training 

Misc  Items 

Operation  And  Maintenance 

Workmonths 

What's  Expected 

Give  Spreadsheets  By  Sub-Activity 


So  Buget  Staff  Will 

-  Manage  Fixed  Cost 

-  Worl^month  Dollars 

-  Monitoring  And  Tracl^ing 

-  Input  FFS  Data 

-  Monthly  Report  To  Field 

-  Provide  Training  On  How  Budget  System  Works  To  Budget  Unit 

-  Remove  From  Admin  And  Put  Under  ASD 

-  Advocacy  Group 
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Chart  4:  AWP  Process  (Data  Flow) 
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Documents 


PAWP  Documents 
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3.  Management 


All  Offices  -  PAWP  with  2% 


Recommendation 
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j  Budget  Execution  | 


FFS 
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Chart  5:  Budget  Execution  (Data  Flow) 


i 


Cost  Target 

by 
Subactivity 


Cost  Target 
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EXISTING  INFORMATION/REPORTING  SYSTEMS 


PROGRAM 
SYSTEMS 


RNANCeBUDGETING 
SYSTEMS 


Washington 

—  (WO)  — 

Office 


Managers 
Program  Leaders 
Budget/Finance 
Peoc 


tft  4 


ftt  4 


■         State 
(SO)  . 

Office 


Managers 

Program  Leaders 

Budget/Finance 

People 


ttt  ♦ 


ttt  i 


■         District 
/QO)   

Office 


1 


Managers 

Program  Leaders 

Budget/Finance 


♦tt  4 


ttt  4 


,      _,             _      Resource 
Program  Leaders        |  __/raO) 

Area 


ttt  4 


ttt  4 


DATA  FLOW 


DATA  FLOW 


ttt 


4 


=  Multiple  Data  Requests  Downward 


=  Massive  Data  Required  Upward 


ttt 


4 


Multiple  Data  Requests  PAWP, 
AWP,  BOY  Downward 


=  Massive  Data  Required  Upward 


A  Report  by  the  Bureau  of  Land  Management 


A -21 


APPENDIX     20 


SCIENTIFIC/TECHNICAL  INFORMATION/REPORTING  SYSTEM 


Stat* 
(SO) 

oniM 


K 


Existing  Situation 

(W««l(  •  Individual  Program 

Basis) 


I 


District 
(DO) 
Offics 


1-    ► 


Ssrvics 

(SC) 

Csntsr 


I 


1 


\ 


1 


R*<|U**t  for  scisntH  ic/t*chitical 
assistanes  on  a  single  program  basis 
Rssponsss  providing  scisntific/tschnleal 
assistanes  on  a  singi*  program  basis 


Rssourcs 
(RAO) 
Arsa 


Potamiai  Situation 

(Strong  IMuitl-Program/Ecosystsm 

Basis) 


Stat* 
(SO) 
Office 


I 


District 
(DO) 
Otfic* 


1 


Rssourcs 
(RAO) 
Ar*a 


i 


R*qu*st  for  sclsntif  ic/t*chnlcal  assMaite* 
on  a  multi-program/scosystsm  basis 
Rssponsss  providing  sei*ntifio/t*elinieal 
assistanes  on  a  muHi-program/scosyslsm 
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PERFORMANCE  MEASURE  CONCEPT 

IN 

Planning/Budgetinglmplementation/Evaluation 


Inventory/maintain  data 
by  performance  category 
by  geographic  area/ 
ecosystem 


Establish  ecosystem 
planning  objectives  by 
performance  category 
based  on  issues 


Develop  data  for  projects 
(and  maintenance)  by 
performance  category 


Establish  project  goals 
and  performance  measure 
outcomes  by  performance 
category 


Develop  data  on  meeting 
goals  and  performance 
measure  outcomes  by 
project 


Determine  effectiveness  of 
actions  in  accomplishing 
ecosystem  objectives, 
goals  and  outcomes  - 
(all  projects) 


Fonward  unresolved 
issues  and  continuing 
projects  for  further 
planning  and  budgeting 
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Model  Resource  Area  Organization 


i 


Project  Leader 


Multidisciplinary  staff  includes 
skills  needed  to  accomplish 
the  project. 

Functions: 

•  Develop  Project  Plan 
and  Budget 

•  Develop  Local  Partnerships 

•  Perform  On-the-Ground  Work 

•  Report  Progress,  Identify 
Accomplishments 

•  Facilitate/Conduct  Meaningful 
Public  Involvement 

•  Assess  Quality/Effectiveness 


Resource  Area  Staff 

Permanent  Home  Base  for 
All  RA  Staff  When  not 
Assigned  to  Project 

Provides  Support  not  Needed 
Full  Time  to  Projects 

Performs  On-Demand  Work 

Performs  Required  Actions 
that  are  not  Part  of  an 
Established  Project 

Examples  include: 
Administrative  Support, 
Grazing  Administration, 
Oil  and  Gas  l&E 

Resource  or  Program 
Specific  Expertise.  (High 
Level  Expertise  Resides 
InRA) 


i 


Example  of  a  Project 

Mission  River  Basin 

Project  Leader 

(3  Year  Pro|ect) 

Fuii-Time  Staff: 

Part-Time  Staff: 

XXX  Projects 

Soil-Air-Water  Specialist 

Geologist  (RA) 

XXX  Budget  FY  93 

Range  Conservationist 

Wilderness  (RA) 

XXX  Budget  FY  94 

Wildlife  Specialist 

Hydrologist  (SO) 

XXX  Budget  FY  95 

Recreation  Specialist 

Fisheries  Biologist  (SC) 
WH  &  B  Specialist  (DO) 
Archaeologist  (Other  DO) 

This  model  maximizes  on-the-ground  capability  and  integrated  work  teams  without  traditional 
supervisory  levels  below  the  AM.  This  option  places  supervisory  positions  in  field  project  locations. 
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Model  Resource  Area  Organization 


RAM 


Supervisor 
&  Staff  ^IL 


Superv1«Dr 

&Sta« 


AdrnlnlsiratJon* 


Projects 


Project  Leader 


Multidisciplinary  staff  includes 
skills  needed  to  accomplish 
the  project. 

Functions: 

•  Develop  Project  Plan 
and  Budget 

•  Develop  Local  Partnerships 

•  Perform  On-the-Ground  Work 

•  Report  Progress,  Identify 
Accomplishments 

•  Facilitate/Conduct  Meaningful 
Public  Involvement 

•  Assesses  Quality/ 
Effectiveness 


Multiple  projects  could  be  taking  place  simultaneously  and 
could  report  to  AM  and/or  Supervisors  as  determined  by 
management.  This  may  be  necessary  in  large  Resource 
areas.  This  option  could  allow  flexibility  for  supervisors  to 
assist  AM  with  support  and  coordination  work. 

Administration  level  may  be  added  for  Detached  Resource 
Areas. 

Specialists  will  remain  on  Resource  Area  staff  when  not 
assigned  to  specific  project  teams. 

There  are  2  types  of  Projects 

Those  that  are  a  significant  permanent  project  or  function 
that  needs  to  report  directly  to  the  Area  Manager. 
Examples:  San  Pedro  NCA  in  Arizona  and  the  Anasazi 
Heritage  Center  in  Colorado. 

Those  that  are  short  term  (less  than  5  years)  projects 
designed  to  resolve  a  specific  resource  issue  or  conflict 
and  may  or  may  not  report  directly  to  the  Area  Manager. 
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Model  District  Office  Organization 


i 


■ 

DM/ADM 

■ 

Resource  Advisors 

(Without  Leader) 

Administration/Operations* 

(Little  Change  From  Current) 

Functions: 

•  Facilitate  Project  Management  at  the  RA 
and  DO  Levels 

•  Location  for  Centralized,  Operational  and 
Support  Activities  which  Support  RAs. 
Examples  include  Contracting, 
Fire  Suppression,  Engineering 

•  Provide  Scarce  Skill  for  DO  or  State 

•  Automation,  IRM 

•  Provide  Expertise  and  Advice  to  DM  and  RA 

•  Serve  on  Science  Advisory  Board 

•  Assist  with  Developing  Partnerships 

•  Obtain  Expertise/Technical  Assistance  from 
other  Offices  as  Needed  to  Support  RA 

•  Assist  Coordination  of  RA  Projects  and 
Develop  Quality  Assurance  Plans 

•  Respond  to  SO  and  Public  Inquiries 

•  Support  Outreach/Public 
Involvement  Efforts 

I 


Management  Determines  whether  to  combine  or  separate  Administration  and  Operations  into  Separate  Units. 
Management  also  determines  numbers  of  Resource  Advisors  as  appropriate  for  that  office. 


^^S^o^^■^^- 


SC-^rPRftO 


^^SI|a.J>&^5.oo*7 


tUVt^' 
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Model  State  Office  Organization 


SD/ASD 


Administration 

(No  Change  From  Current  Except  Budget) 

•  Budget:  Develop  Budget  Document 
Based  on  State  Priorities 

•  Track/Monitor  Budgets 

•  Assist  RA  Project  with  Developing 
Their  Budgets 

•  Assist  with  Developing  Formula  Accounting 

•  Provide  Timely  Information  on  Expenditures 


External  Affairs 

(Additional  Responsibility) 

Respond  to  Controlled  Correspondence 


Operations 

(No  Change  From  Current) 

Centralized  Operational  Activities  Such  as: 

•  Cadastral  Survey 

•  Engineering,  Mapping 

•  Adjudication 

•  Public  Room 


Resources 

(Minerals,  Lands  and 
Renewable  Resources) 


1 

Branch  of  Resource  -  Advisors 

Branch  of  Technical  -  Activities 

Functions  Include: 

Functions  Include: 

•  Facilitate  Project  Management 

•  One-of-a-Kind  Specialists  Shared  Across 
the  State  and  Among  States 

•  Provide  Cross-Discipline  Input  to  Budget 

•  Centralized  Resources  Activities 

•  Assist  with  Formation  of  Partnerships 

(i.e.  Drainage  Determination, 

needed  by  RA 

•  Respond  to  WO,  External  Questions, 
Provide  Input  to  EA  on  Controlled 

Mine  Plan  Review,  Etc.) 

Correspondence 

•    Management  determines  numbers  of 

•  Obtain  Information/Expertise  from  Other 

Resource  Advisors  as  appropriate  for  the 

States/Offices  as  needed  by  Managers 

office. 

or  RAs 

•    Opportunities  to  combine  Minerals  and  Land/ 

•  Perform  Evaluations  for  SD 

Renewable  Resources  may  exist  in  some 

states.  In  others  this  may  not  be  appropriate 

•  Perform  Interdisciplinary  Program  Planning, 

as  determined  by  management. 

Policy,  Interpretation  of  Guidance/Laws/ 

Regulations 

•    Changing  the  roles  of  Program  Leaders, 

•  Provide  and  Coordinate  Planning 

Specialists/Advisors  is  more  important  than 

making  conceptual  organizational  changes. 
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